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SUMMARY

Introduction

The exploding demand for medical and health services
and evolving changes in the systems for delivering them have
been accompanied by widespread shortages of many kinds of per-
sonnel, professional and subprofessional. Estimates of the
extent of present and prospective demands vary (according to
definition and source of the estimates), but it appears that
they are of the order of 2 to 3 million in 1966-75 and that
the number of subprofessional or "paramedical" (other than
physicians, dentists, and registered nurses) may run to 2

million for that decade. Whatever estimate is used, it ap-
pears that the numbers are well in excess of the supplies now
in prospect.

In the face of this, there has been increasing inter-
est in a lar. potential, but mainly untapped, source of sup-
ply: the vet.,:srans of the Armed Forces who received special-
ized medical training and experience while in service. In

recent years, 30,000 to 40,000 enlisted men with various
kinds of medical/health skills have been released annually
by the Armed Forces. These men are experienced in a wide
variety of medical and allied health occupations, and have
functioned in many different types of military health facili-
ties, most of which have close counterparts in the civilian
medical/health system.

This report presents the findings of a study of this
supply, undertaken to determine the labor market characteris-
tics of the men who comprise the supply; the extent of their
transferability and transfer to civilian medical/health em-
ployment after their release from the Armed Forces; tAlt-rea-
sons why more of them did not transfer; and the conditions
under which the transfer rates might be raised.
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The study proceeds frlm the premise that there is aprima facie expectation that most military medical men re-leased from tho services would find it to their advantage totransfer to meclical/he;1.1th work, and that it would be to theadvantage of tho country if they did so. The expectationrests on a number of demonstrable propositions:

. There is a paralleling of functions
and occupations between military and
civilian medical/health services

. The quality of training and experi-
ence in military medical service
equips men to perform the work of
the civilian medical/health system

. The quality of the paramedical per-
sonnel currently released by the
Armed Forces is at least as good as
the quality of their counterparts
in the civilian medical/health system

. The flow of military paramedical per-sonnel being released by the servicesis a significant supply of labor, and
the' expansion of the civilian medical/
health system is generating a strong
demand

. Much of the supply and the demand
emanates from the same points around
the country, and thus facilitates
exchange.

Though there are prima facie reasons why military para-medical men should transfer to civilian medical/health workafter their release, there are certain preconditions to trans-fer on a large scale:

. There must be a system of market in-
formation and market mechanisms. Al-
though there are widespread employment
opportunities in occupations for which
military paramedical service is qualify-
ing, the men need to know where these
scabs are and how to find them. By the
me token, civilian employees need to

know where the men are, what their mili-
tary training and experience have been,
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and what civilian occupations they
are competent to fill.

The specifications of the supply and
the specifications or the demanu must
be matched. The capabilities of the
men must be compared with the quali-
fications required for employment.

To the extent that the supply does
not meet the specifications of the
demand with regard to formal qualifi-
cations, functional capabilties, or
geographic availability, the supply/
and/or demand may require modifica-
tions to maximize transfer.

The supply price and the demand price
must tend to converge. If the supply
price is too high, prospective em-
ployers will find it more economic
to tap alternative sources of supply
even though training costs may be
higher. If the demand price is too
low, the men will find it profitable
to seek alternative employment, even
though they forfeit the advantages of
their paramedical experience.

Other conditions of employment must
be met, notably those having to do
with type of assignment, career pros-
pects, training opportunities, status,
hours of work, fringe benefits, and/or
congeniality of work.

The Size of the Potential Supply

The U.S. military medical establishment is comprised

of a vast complex of educational, research, and medical care

institutions, operating through the medical departments of

the Army, Navy, and Air Force. These three medical depart-
ments are responsii)le for meeting the health care needs of

10 million persons, of whom 3.5 million are servicemen on
active military duty. The remainder are either dependents

or rotired veterans. In order to fulfill this mission, the
three services have 239 hospitals, 467 dispensaries, and num-

erous aid stations. Tht3e facilities are found not only in
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the United Stites, but in widely scattered locations inEurope, Soutneast Asia, the Far East, the Middle East, andaboard ships at sea. The military medical organization alsoencompasses the largest and most comprehensive system fortrJining medical manpower In the U.S. and one of the most ex-tens ive Affanizations conducting research on medical problems.In Decembef.1968, professional and allied health staff man-nincl military medical facilities numbered 158,000.

This study is limited to enlisted men who were assign-ed to paramedical jobs while in military service. On June30, 1969, the (31111,,;ted strength of the Argued Forces medicaluep,Irtments 111,03b. The Army had the largest enlist id-.trength, with 49,516 gmedi:$;" the Navy had 26,283 "corps-ron;" and the Ar Porc'2 had 2,157 "med techs."

From July 196 through June 1969, 131,847 enlistedpersons returned to civilian lifer after medical service inthe Armed Fore s. In 1969, as in previous years, the Armyveterans dominated this group, accounting for approximatelytwo-thirds of those r(-leased. The Navy veterans, with ap-proximatel one-fitth of all separatees, outnumbered thosewho had separated from the Air Force. Assuming that the num-ber of en111,;td perscnric-I in the medical departments willtotal 116,000 in 1970, :ind 102,000 in 1971, it is estimatedthat the number of separatces will total almost 34,000 in1970, and 30,000 in 1971. These projections are consistentwith the trend toward additions to enlisted strength in earl-ier years, and toward f5eparations in recent years.

Study Hypotheses and Design

Ti-is study ac:dresset; Itself tQ the irol,lem of whatshould be done to increase the civilian medical/health fieldutilization of men who have received medical training andexperience while in military service. The objective of thestudy is to identify: toe_ various factors that affect thecrossover of military dischargees to civilian medical/healthoccupatichs. The study findings suggst policies and pro-gram that might followed by the military, the civilian
merlical/ht:alth servir.e industry, and the Government to in-crease th.: transference of skills from the military to thecivilian labor force.

A number of hypotheses were formulated:
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That differences emong'the services
cause measurable differences in at-
titude that will affect interest in
transference

That tlere are significant differ-
ences among veterans, based on length
of service (career vs. noncareer
personnel)

That there are significant differences
among enlisted personnel dependent
on their service status (whether still
in service or several years out)

That there is a substantial difference
in willingness to transfer. based on
exposure to the civilian medical/health
labor market (e.g., moonlighting or
preservice employment)

That willingness to continue as a
paramedical worker is influenced by
the type of tour experienced as an
enlisted man (geographic location,
type of health facility, kind of work
assigned).

These hypotheses formed the basis of the design of the
study. An extensive questionnaire was used to collect infor-
mation from the men themselves concerning their characteris-
tics, preservice and service experience, the preferences and
expectations of t!,ose still in service, and the postservice
experience of those 2 or 3 years out of service. The infor-
mation was obtained by telephone interviews (after a pilot
survey to test differences between telephone and face-to-face
interviewing) with 12 samples of approximately 100 each,
drawn from lists provided by the services.

The men in our study are basically of,two kinds:
careerists retired after upwards of 18 years4.of service, and
noncareerists separated after one term of service. The care-
erists represent a sizable corps (1,500-2,000 men a year) of
highly trained and rieh1y experienced paramedical personnel,
turning 40, with a career investment in medical work includ-
ing patient care and, often, capability in some medical
specialty or in medical administration. The noncareerists
are very much more numerous (nearly 30,000 a year), very
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young (21 or 22 at time of separation), very well educated,
but with less medical training and experience, and a wide
choice of careers ahead of them.

Transfers

In 1968, only about two-fifths of the career military
medical enlisted men, and only about one-fifth of the non-
career men, separated 2 to 3 years earlier were engaged in
medical or health activities. These proportions did not dif-
fer significantly among the three services. Considering the
quality of the men and their training and the chronic short-
age of paramedical personnel reported by civilian health
agencies, the rate of transfer of military paramedical spe-
cialists is surprisingly low. This is especially true of men
with careers of 18 years or more of military medical exper-
ience.

The frequency of transfer observed was distinctly low-
er than the frequency with which men about to be separated
planned to engage in civilian medical/health activities.
Given their perceptions of opportunities, prerequisites,
work, and working conditions in civilian medical/health em-
ployment, three-fifths of the inservice careerists and just
over half of the noncareerists responded that they planned
to enter the civilian medical/health field after being
separated from the service.

Considering that tic inservice and out-of-service
respondents were drawn from different populations (differing
in age, circumstances of induction, and time of release), we
have estimated the "loss" of potential transfers by comparing
the observed transfer rate of out-of-service men with the
attitudes and experiences of these men since their separa-
tion. Another estimate of the loss was calculated based on
the numbers who considered entering the medical/health field
but decided against doing so. It is not unreasonable to
conclude that potential "loss" lies in the range of 600 to
800 for careerists and 8,000 to 13,000 for noncareerists.

Transfer rates (planned and observed) were lower
among men whose primary military assignments had been in
direct patient care than among those assigned to technical
or supportive services. The men correctly perceived the dif-
ficulties of converting their military training and exper-
ience to satisfying and remunerative work in direct patient
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care. They recognized the similarities of facilities and
occupations between the military and civilian health services,
especially hospitals and clinics in which they are primarily
experienced. The careerists who transferred most often found
paramedical work in hospitals, but the noncareerist transfer-
ees have had more difficulty meeting the formal qualifications
and are more often found working in other facilities.

As a potential supply of medical/health manpower, the
careerists who transferred did not differ very much from
those who did not. They were a little better educated,
rather more willing to move in search of their chosen work,
and on the average rather more demanding in the earnings they
would accept. But there is nothing in the study to suggest
that the character or quality of the supply was responsible
for the relatively low rates of transfer. On the contrary,
as the men themselves perceived, the obstacles arise from
the demand side.

The case of the noncareer men is quite different. On
one hand, their medical capabilities are distinctly more
limited; on the other hand, they are on the threshold of their
careers and therefore vocationally more footloose. These
characteristics do not diminish their long-term value as a
potential supply of civilian medical/health manpower but,
rather, suggest the terms on which they might be available.
The severe attrition between considering and planning, and
between planning and transferring, derives not so much from
their (realistic) perception of formal requirements to be
satisfied as from the recognition that the system does not
provide the transitional mechanisms and the structured com-
binations of work, training, study, and advancement that
make a career. Here again, it is not the interest, quality,
or availability of the supply that is the constraining fac-
tor, but the limited flexibility of civilian medical/health
demand in meeting the minimum conditions to attract more of
these young men if it wants them.

Effects r)!: Service Experience

All of the carceri:fs, and some of the noncareerists,
served in a variety isstallations. Despite the chance
for duty in small (or con-It) medical units, the military
paramedic was likely t() :,.eve his greatest amount of exper-
ience in a military 1-1(:.,p%';i1 in the United States. This

means that the paramodies. veteran has been exposed to a
system organized and (::;..r-d for the delivery of medical

ca- which is compar.1Li. the civilian sector's.
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For purposes of anetr.is, the various military medi-cal occupational categories were collapsed into two groups:The first contlined those men whose occupations centeredaround the direct care of patients; the second emphasizedtechnical, laborat.-)ry, and other supportive skills. Thissecond category had a much higher rate of transference to .the civilian economy than did the direct care group.

Mflitary par,Imedical personnel were generally content-ed with their servic.-? experience. Few reported any d:siikes,and these few concerned the military, rather than medical,aspects of their position. Not surprisingly, this militarymedical experieece was a major influence on the career plansof the veteran.

In addition to the training and experience receivedfrom the military, 15 percent of the sample had part-time ex-perience in civilian medical/health ("moonlighting") jobswhile on active duty. These men tended to have greater pre-service flterest and experience than the average paramedic.

Factors Affecting Transference

From the viewpoint of both inservice and out-of-servicemen, veterans face problems in finding civilian medical/healthjobs. Evaluating the veteran's situati.xl, the careeristscited pay levels as a major difficulty, but in the opinionof the younger men, aspects of civilian hiring standards,such as educational requirements and civilian acceptance ofmilitary training, were paramount.

Educational Requirements

Among the problems veterans perceived, educational re-quirements ranked first among noncareerists and was secondonly to low pay among careerists. To be readily accepted toremployment in most paramedical jobs, an applicant must be agraduate of an accredited school or an approved program, orhave civilian work experience. Nevertheless, by the timethey return to civilian iife, veterans have educational at-tainments equal in numbers of years to those required formany levels of allied medical/health positions. The diffi-culty that veterans face in meeting the educational require-ments of civilian employers in the medical/health field isnot that they ate poorly educated but that they are not
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precisely educated to the specifications of civilian job pre-.

requisites.

Almost 90 percent of the out-of-service careerists in
paramedical jobs felt that their service experience and train-
ing provided the necessary qualification for their civilian
medical /health job. But younger veterans, who had only one
tour of duty in the military, are overwhelmingly concerned
with obtaining additional education. A significantly higher
proportion of younger veterans in medical/health jobs enroll-
ed in classes than out-of-service noncareerists who chose
lobs in other fields.

:'ay Levels

The men cited the pay levels in civilian medical/
health services as a deterrent to transfer more frequently
than any other barrier except the formal requirements of ed-
ucation and training.

As perceived by careerists about to be released, who
had not made their living in civilian employment in about 20
years, there was a wide range of earnings expectations;. But
on the average, medical/health occupations appeared to offer
more attractive earnings prospects to them zhan alternative
employment possibilities. As it turned out, the expectations
were not at all unrealistic: the average pay of all out-of-
service careerists who entered medical/health work was $7,979,
about 5 percent higher than expectations. Earnings in the
range of $6,500-$8,000 are not at all inconsistent with the
labor market of 1968. The sum of the earnings cited in tilt_
survey and retirement pay (say, $9,000-$12,000) would put
them at about the third quartile of the earnings range, which
is about what their lifestyle requires. Thus, it is doubt-
ful that some of them would enter medical/health work at all
if it were not for the retirement pay.

Median earnings were generally higher for career trans-
ter(.es than for men who entered or planned to enter other
gelds of employment. Inservice careerists planning to trans-
er expected to earn more (by about 10 percent) than tho!;e

did riot plan to transfer; this difference was significant
all the services. Earnings realized by careerist trans-

-!rees 2 or 3 years out of the service were higher on the
..erage (by about 10 percent) than earnings of careerists, cm-
leyed in other fields, but not uniformly among the services.
;The Army transferees actually earned less than nontransferees.)
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Interervice difierence in pay of transferees arecorrelated with difference
s in type of military medical ex-perience and, fur out-of-service men, with type of civilian

lel,. Eat-hinge, heth prospective and actual, were lower foreareerist tranefereee whose primary military assignmentswere in direct patient cure than for those who were primarilyassigned to indirect care.

The Army men, with their greater specialization and
exposure to direct patient care, were more likely to take
jot :e in hespitals and in nursing occupations than Navy andAir rorce personnel, who were more frequently found in tech-nical and adminietrAtive positions, in industrial and conunun-i ty nealth, did in (014oc indirect care occupations. It does
not necessarily foll(Aq that the Navy or Air Force careeristsare better equipped or more "valuable" than the Army men. It
appear:.: that thc.!y are more acceptable or more sought after
in a variety of indirect care occupations because of theirbroader preparation, and that they are better paid. The ob-
verse of this is that the Army experience leads more Army men
to transfer to hospital .v.ork, and that they are less well
paid. This 1-eiggeei_s that it will require higher earning
prospect!;, either through higher pay rates or through access
to better jobs, to incxear-,e the incidence of transfer to di-
rect patient care occupations, where shortages are most acute.

The earnings expectations of noncareerists about tobe released in 1968 and 1969 reflect their youth (three-
fourthr:. under 25) and their high levels of education (three-
fifths beyond high school) . Their median earnings expecta-
ticns were generally lower than those of careerists, and not
unreasonable in the context of the 1968-69 labor market.
Those who planned to enter the medical/health field expect i
20 percent more than those who did not, and only a little
less than the inservice careerist transferees.

The experience of the out-of-service men aftcr 2 or
3 ye*ire in the labor market confirms the expectations in the
main. On the average, the transferees reported higher earn-
ings than the nontransferees.

Hirina_Standards

(Avilian hiring standards are a major hurdle for vet-
erans, especially the first-termers. Civilian hiring stan-
dards typically specify levels of education, specialized
work experience and professional standing as evidenced by
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licensing or certification. The survey respondents recogniz-
ed that the required education and work experience were ob-
stcles to finding a civilian medical/health job, but very
few of the men considered that licensing or certification
stood in their way. This contrasts with the prevalent view
that it is licensing and certification which operate to con-
strict the supply of allied medical/health manpower.

Civilian employers are not well informed about the
military training, experience or caliber of medically train-
ed veterans. Recent publicity calling attention to the num-
ber of corpsmen released annually, their employment in civil-
ian institutions, and their inclusion in special allied
medical/h;m1th manpower programs has made civilians more
aware of :he potential these veterans represent, but has
left civi_ians still largely uninformed of their competence.
For this reason, little has been done to adapt civilian hir-
ing standards to take into account the special circumstances
under which servicemen are qualified for paramedical jobs.

Licensing and Certification

Becaase most enlisted men in the Armed Forces medical
department: are trained and utilized as auxiliary nursing
personnel, civilian requirements for nursing positions are
of major ilaportance to them. The medical military course
training received by enlisted men typically is not accepted
as fulfilling the education in an approved school required
for registered or licensed practical nurses. The respondents
in the study frequently commented that civilians thought they
were qualified only for jobs as orderlies, despite their
training and years of experience.

Special Programs to Facilitate Transference

More than 90 percent of the men interviewed approved
of the objectives of Project Remed, the Government program
to use the U.S. Employment Service and other institutions to
channel discharged military medical personnel into civilian
medli:al/health jobs. But 80 percent or more of the respon-
dents in each group had never heard of any Government program
or legislation for training workers in the medical/health
field, despite the fact that the Government is spending hun-
dreds of millions of dollars in such activity. Only 5 per-
cent of the inservice respondents reported that they planned
to participate in such Government programs.
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On the other hares., Uuke Univereiey received 3,500 in-quiries and 600 applications (mostly from veterans) for the40 places in its Physician's Assistant Program. The emer-gence cat a new medical/health professional, the physician's
assistaet, is ono ol the most promising developments yet in
meeting the need foi health manpower. Physician's assistantprograms are mushrooming. in July 1969, there were at least30 programs of this type in operation or in the planning
stages througilout the country. There are considerable varia-tions in the type of training provided, the size of the stu-dent body, course duration, and sponsoring agency. Some,like the Duke University and MEDEX programs, seek out former
military medical personnel. A few, like the physician's as-sistant program at Wake Forest University, accept qualifiedapplicants in ,_ten oral, but give as much as 2 years of college
credit for training and experience in the military. Several
programs are pilot projects.

The Natienal Committee for. Careers in Medical Technol-ogy has developed three levels of technologists, requiring
progressively more education and experience. It also credits
military training and experience to qualify at the first twolevels.

Policy and Program Implications

Prerequisite to any successful effort to increase therate of tran:fer is a mechanism for continuous communicationand collaboration between the military, as the producer of
the skills, and the various organizations representing the
putative civilian employers -- the hospital associations; the
medical, dental, and nursing J .;ociations; the Civil Service
and Government employers; and the educators of paramedicalpersonnel. Such a mechanism is necessary, in the first place,
to inform the civilian organizations of the exact scope, con-
tent, and quality of military medical training and service;
in the second place, to set in motion the various investiga-
tions and programs to facilitate the 'absorption of the para-
medical personnel after separation; and, finally, to provide
a means of keeping programs under review and evaluation.

We suggeet that the Department of Labor and the Depart-
ment of Health, Education, end Welfare jointly convene a con-
tinuing conference of interested organizations with the mili-tar, and that this conference map out the steps in a programand eel up standing working parties to detail the plans and
aseignments for making programs operational.
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Actions Proposed to the Military

. A public information program to acquaint civilian
hiring authorities with the training and qualifications of
military medical generalists and specialists

. A procedure for providing separating personnel with
documents of their training, service, and capabilities

. Modifications of military medical training or re-
quirements, where feasible, to satisfy civilian requirements

. Extension of the military career ladder to profes-
sional grades for which requirements do not exceed the bacca-
laureate degree

. Facilitating transition by disseminating very
specific job information, and permitting direct dealings be-
tween the men and prospective employers.

Action Proposed to Civilian Government

. A review of civil service requirements for paramed-
ical occupations in the light of training and qualifications
for military medical occupations, to determine (1) the maxi-
mum extent to which military training and experience can be
accepted, and (2) the maximum extent to which civil service
positions' requirements can be modified

. Devolopment of a highly organized, concentrated,
and specialized placement service for (1) assembling and dis-
fieminating specifications on openings in medical/health oc-
cupations, (2) determining availability and qualifications
of military medical personnel about to be separated, and
(3) matching the offerings to the available and qualified
applicants

. Considelation of legislation to authorize Federal
certificates and licenses, valid throughout the United states,
in recognition of education, advanced and specialized train-
ing, and satisfarAorily completed experience in military
medical service
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. Program: for young veterans combining employment
in hospitals or clinics with clinical training and formal
college-level technical instruction, leading to progressive
advancement up the medical occupational ladder. The costsof approved education and training should be borne by the -Government. The Government should take the lead by introduc-
ing such programs into its own medical facilities and by sup-port of pilot projects in civilian hospitals.

Action Praosed to Civilian Employers,

Reexamination of job structure in civilian hospi-tals and medical institutions, to create classes of jobswhich will permit utilization of veterans to "extend" the
skills and productivity of scarce civilian professional andtechnical manpower. In the restructuring, the subprofession-al tasks must 'oe organized into an hierarchy of occupations
of the "technician" and "assistant" varieties, with their owntitles, duties, requirements for entry, and lines of advance-ment. The initiative in this effort should come from the
U.S. Public Health Service, in collaboration with profession-al associations.

. Systematic recruitment by employers, based on ad-vance planning of manpower needs and tailoring of openingsto meet the capabilities and requirements of veterans avail-able for employment. These operations are probably most ef-ficiently carried out by consortia of employers

. Pay scales that are competitive for the quality of
veteran manpower and that offer opportunities for substantial
advancement in earnings.

Action Proposed to Professional
Organizations

. A close examination of the content of military
training and experience, and a realistic evaluation of this
training and experience in terms of the requirements of good
medical practice

. An assessment of the value of military training
and experience in terms of credits to be applied toward aca-
demic and clinical requirements for paramedical personnel in
their several specialties, and encouraging acceptance of
these credits by academic and medical institutions
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. Taking the initiative, with the hospitals, in ex-
amination of civilian medical/health occupational structure,
in order to formulate occupational work-training hierarchies
for careers for former military paramedical personnel

. Entering actively into the design and execution of
work-training-study programs to put former military paramed-
ics in civilian medical/health jobs and to enable them to
progress.

Indicated Further Research

. Comparison and "reconciliation" of military and
civilian medical occupational structures

. Identification, description, and classification of
a series of paramedical occupational classes to use effi-
ciently in the civilian sector the capabilities acquired in
the Armec. Forces

. Studies of the demands of the civilian medical/
nealth services, as they relate to the placement and utili-
zation of veterans: requirements, openings, shortages, speci-
fications -- currently and 5 and 10 years hence

. Studies of paramedical training and training costs:
e.g., how best to train military men for civilian jobs; ele-
ments of military training suitable for civilian use; rela-
tive costs of converting military personnel and of training
civilian personnel from.scratch.
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I. INTRODUCTION

Conditions in the Medical/Health Field

Medical care in the United States underwent drastic
changes in the 1960s. It faces still more radical changes
in the years ahead. Adjustments and innovations are urgently
required to meet the greatly expanded demand for health ser-
vices. Forces that have contributed to the burgeoning de-
mands on the medical care system include:

. U.S. population growth and the chang-
ing age profile: Higher proportions
of the enlarging population include
the very young and the aged. These
age groups require more medical care
than others.

. The affluence of our society: The
demand for medical care is highly
"income-elastic." The elasticity
of the demand is reinforced by the
fact that more than 80 percent of
the population is covered by some
form of health insurance, and thus
is financially able to command much
more medical attention than previous-
ly.

. The national consensus that health
care should be the right of everyone
in our society -- young and old, rich
and poor, black and white, urban and
rural: This consensus has been ar-
ticulated in Medicare, Medicaid, and
other programs.

. Widely acclaimed scientific and tech-
nological advances: These have ex-
panded the scope of medical practice.
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In response to rising expectations for quality health
care in the past decade, there has been some expansion of med-
ical programs and facilities and some modifications made in
the organization and administration of medical care. A ser-
ious limitation on the ability of the medical system to meet
the increasing demands on it has been the short supply of
medical manpower. A study of personnel needs in hospitals
and nursing homes in 1966 revealed that at that time over
300,000 additional professionals, and technical and other
auxiliary health workers, were needed in order to provide
"optimum care" [1]. Another study, limited to allied health
manpower, showed a gap of almost 200,000 persons between per-
sonnel supply and requirements in 1967 [2].

Awareness of the growing personnel shortage facing the
health service industry has existed for some time. Task
forces, study groups, national, state and local commissions,
advisory councils, and a multitude of organizations and ana-
lysts have studied this question and other aspects of health
service. The recent report of the National Advisory Commis-
sion on Health Manpower lists 14 major studies on this sub-
ject conducted between 1930 and 1965. Remedial action on
different levels has been called for repeatedly. Fundamental
vajor reforms, as well as temporary stopgap measures, have
been urged upon the Government, the profession, and the pub-
lic.

Some programs and improvements have been initiated,
but we are now suffering the consequences of our inability --
or unwillingness -- to initiate far-reaching changes, and to
implement even limited programs quickly enough. Since 1966,
demands on the health care system have grown to such an ex-
tent that a crisis has developed.

Medical costs may be used as a fever chart of the sys-
tem's malaise. A one-day hospital stay, costing an average
of $44 in 1965, cost $61 in 1968 and $68 in 1969 -- a rise
of over 50 percent in four years. This cost is expected to
rise to almost $100 by 1973 [3]. Among other indicators
of the inadequacy of the medical care system in the United
States are the facts that the U.S. ranks 18th among the na-
tions of the world in life expectancy of men, 11th in life
expectancy of women, 13th in infant mortality rates and 12th
in maternal mortality rates. An adequate supply of health
manpower is not sufficient, but is necessary, to produce a
health care system able to respond to the needs of all the
American people. Unless drastic and immediate action is
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taken on many fronts, especially in the supply and more effi-
cient use of health manpower, adequate medical care may not
be available to the public at any price.

Dimensions of the Manpower Shortage

Published data on health manpower supply and require-
ments vary considerably. Differences in definitions of the
scope of the health function and of "medical manpower," as
well as assumptions regarding the future, have a marked effect
on the level of these estimates. For 1966, workers in "medi-
cal and other health services" were estimated at 2.2 million
[4, p. 87; 5]. In this case, "workers" in the industry de-
fined as "medical and other health services" included only
payroll employees (not self-employed persons) working in pri-
vately owned hospitals, nursing homes, laboratories, and
offices, but not in Government health facilities. Manpower
estimates have also been prepared for the "health service in-
dustry," which is variously defined, usually to include wage
and salary workers and self-employed persons in private and
in Government-owned health facilities, but to exclude Govern-
ment public health programs. Under this definition, 1966 em-
ployment for the "health service industry" was about 3.7 mil-
lion i, p. 187). The most comprehensive covet age estimates
that 4.1 million were engaged in 1966 in "all health-related
activities," counting everyone "engaged in health-related
paid activities, in all industries, including manufacturing,
trade, scientific, and Government health-protective or
patient-care activities" [4, p. 90). Within this definition
are workers in health occupations, as well as clerical, main-
tenance, supply, laundry, and other types of workers in all
establishments involved in health activities. in addition,
estimates are available for selected years for categories of
health workers, as "medical and other health workers" and
"experienced civilian labor force in health occupations,"
and for particular occupations.

Projected 1975 manpower requirements also vary con-
sidurably, ranging from 2.2 million to 5.9 million, reflect-
iLg widely different concepts and assumptions. The Depart-
ment of Labor use(1 certain underlying assumptions with re-
gard to conditions in 1975 in preparing its estimates for the
health service industry and all health-related activities.
It w.is assumed that in 1975, the United States would be func-
tioning under peacetime full-employment conditions, with the
same rate of change in economic, social, and technological
achievemtnit as in 1956-65. The Department of Labor does not
envision any revolutionary changes in the health industry,
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and its projections are "estimates of the effective demand
for workers rather than needs to meet some set standard of
medical care" [7, p.3). In 1966-75, it is anticipated that
the health service industry will need 1.7 million additional
workers, while the requirement for all health-related activi-
ties is 1.8 million additional workers. Each of these repre-
sents an increase of around 45 percent. In the following
table, employment data for 1966 and 1975 are presented for
several definitions of health industry and labor force.

Table 1. Estimated 1966 Employment and Projected 1975
Employment, by Definition of Health Industry and

Labor Force

(in millions)

/..111,
Definition

Medical and other health workers n.a.

Medical and other health services 2.2

Experienced civilian labor force
in health occupations 2.8

Health service industry 3.7

All health-related activities 4.1

1975

2.2

3.4

3.8

5.4

5.9

In addition to manpower needed because of rising em-
ployment levels, requirement estimates must, of course, take
into account needs for replacements for those workers who die,
retire, or transfer to other occupations. These estimates
must also include the number of workers who reenter the la-
bor force in the health occupation field, or who shift into
that field. Between 1966 and 1975 health manpower replace-
ment needs are estimated at about 1 million for the health
service industry and 1.1 million for health workers in all
health-related activities [6] .

Projected needs for health personnel are calculated by
adding the number of personnel required for replacements to
the number necessary for growth. Thus, within two broad
definitions, projected health manpower requirements for
1965-75 range between 2.7 and 2.9 million persons, an average
yearly demand of 280,000 entrants.
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Narrowing the field to a consideration of future re-
quirements for more than 125 categories of health occupationswith which this study is primarily concerned presents problems.
As recently as April 1969, a report presented by the Depart-ment of Health, Education, and Welfare to the President and
the Congress cited the inadequacy of allied health manpower
data, and indicated that "present available data cannot pro-
vide answers to these questions: How many persons are engaged
in allied health occupations? How many employment opportuni-
ties vxist for allied health rersonnel? How many opportuni-
ties for employment will be available next year and in suc-
ceeding years to persons prepering for allied health occupa-ti,ms?" [2). Most data are prepared for selected occupations
only, and cannot be added to obtain a comprehensive picturefor the health manpower field. Frequently, estimates of pro-
jected need for all "allied health workers" are based only
on anticipated growth patterns, neglecting the replacement
factor. The very high rate of turnover in health occupations
makes this a serious omission.

One authority, who considers both growth and net re-
placement factors, estimates the needs of the health service
industry in 1966-75 to be an additional 2.1 million for per-
sonnel other than physicians, dentists, and registered nurses
[8). The anticipated industry growth for such personnel is
calculated at about 1.3 million, and net personnel replace-
ments at 0.8 million. Thus, the annual "allied health" man-
power requirements in this period for growth and attrition
is projected to average 210,000.

Another source, approaching the needs for allied health
manpower from a different angle:, concludes that the shortages
of alliQd health manpower will be greater in 1975 than in
1967. In 1967, the deficit in the medical-allied health field
(not counting the shortage of nursing personnel) was 110,000,
and in dental-allied health manpower, 28,700. These deficien-
cies "represent the number of workers who could find employ-
ment without major changes in the health care system, in
manpower utilization patterns, or in the economics of health
care" 12). A survey of hospital staffs and needs indicated
that in April 1966, approximately 200,000 additional nurses
and aides were needed in these facilities alone in order to
fill budgeted vacancies and to provide optimum care (91. The
prof;pect of even greater health manpower deficits in the
future is apparent if projeotions are made in terms of mvcii-
cal care needs, rather than in tr.rms of employment opportunity.
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Many of the estimates, especially those derived from
the health professions themselves, implicitly project the
present modes of organization and delivery of medical and
health services. In view of the very large requirements thus
derived and the various lags and inelasticities characteristic
of the supply of health manpower, it is more reasonable to
assume that in the face of explosive increases in demand, the
organization and delivery of health services would be modified,with corresponding changes in occupational structure and occu-
pational requirements. Some recent Department of Labor esti-
mates have, to some extent, taken into account putative occupa-
tional changes implied by technological and other innovations
that may reduce the proportions of professional personnel,
and increase the proportions of technicians and other subpro-
fessional employees. These estimates project a net growth
of employment in medical and health services, rather narrowly
defined, of 1.2 million workers between 1966 and 1975 [5].
(This includes some nonmedical supporting workers in main-
tenance and service occupations.)

The largest increases are expected in "nursing person-
nel," who account for about 45 percent of employment (exclud-
ing physicians and dentists), and whose numbers are expected
to increase 500,000 between 1965 and 1975. The next largest
group is "administrative and office," which is expected to
add 100,000 to the nursing total. Together these groups will
account for two-thirds of the increase in employment between
1965 and 1975. The fastest growing demands will be for X-
ray technologists (73 percent), medical laboratory personnel
(60 percent), and rehabilitative and other technicians (54
percent). Together, these will require nearly 150,000 more
technically qualified people by 1975 than were employed in
1965 [4] .

Whichever set of projections is used as a guide, it
is clear that personnel requirements are very large, and that
they will strain the capacity of most of the professions to
attract and train the required numbers. It is not surpris-
ing, therefore, that tLere. are increasing demands for subpro-
fessional personnel to supplement ("extend") the supply of
doctors and nurses. Thus the emphasis on such occupations
as technicians, practical nurses, skilled medical technicians,
and hospital administrators.

In order to meet the increasing need for health per-
sonnel, programs have been initiated (1) to interest and to
train yodng people in health occupations; (2) to expand the
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capacity of health educational institutions; and (3) to pro-
vide incentives for qualified but inactive personnel to re-
enter the field. "By 1967, Government expenditures to develop
and train health manpower had run to an annual level of $600
million" [10). It is difficult to determine how many more
people are being encouraged to enter health occupations as
a result of these efforts. However, one major program, begun
in 1962 under the Manpower Development and Training Act, had
enrolled about 45,000 trainees at a cost of about $69 million
by the end of 1966 [11]. In 1965, graduates of educational
programs for 14 Allied health professions where acute short-
ages exist numbered 13,348 [1].

There has been growing interest in a potential source
of supply largely untapped: the group of Armed Forces vet-
erans who received specialized medical training and experience
while in service. In recent years, 30,000-40,000 enlisted
men with medical health skills have been released annually
by the Armed Forces. These men are ex_erienced in a wide
variety of medical and allied health occupations, and have
functioned in many different types of military health facili
ties. In the opinion of the Research Division of the Army
Times Publishing Co., "The Military Medical Community offers
a well-experienced, diversified and consistent source of
prospective medical personnel who have completed their mili-
tary obligations, who are in the process of forming their
future plans and who are qualified and available to begin
productive careers in a civilian medical community" [12,
p. 11).

The Military...Medical Universe as a
Source of Supply

The U.S. military medical establishment comprises a
vast complex of educational, research, and medical care
institutions, operating thiough the medical departments of
the Army, Navy, and Air Force. These three medical depart-
ment:. ire responsible for meeting the health care needs of
10 million persons, of whom 3.5 million are servicemen on
active military duty. The remainder are either dependents
or rctired veterans [13]. In order to fulfull this mission,
the three services have 239 hospitals, 467 dispensaries, and
numerous aid stations [14]. These facilities arc found not
only in the United States, but in widely scattered locations
in Europe, Southeast Asia, the Far East, the Middle East,
and aboard ships at sea. The military medical organization
also encompasses the largest and most comprehensive system
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fc,r training medical manpower in the U.S. and one of the most
(xtensive organizations conducting research on medical prob-
lems. In December 1968, professional and allied health staff
manning military medical facilities numbered 158,000. In
comparing military and civilian health resources, it has been
concluded that "the military has about 5 percent of the
nation's population as potential customers and about 5 percent
of the nation's health-care resources" [13, p. 7].

Size of the Medical Departments,
J965-69

This study is limited to enlisted men who were assigned
to paramedical jobs while in military service. On June 30,
1969, the enlisted strength of the Armed Forces medical de-
partments was 111,036. The Army had the largest enlisted
strength, with 49,596 "medics"; the Navy had 36,283 ''corps-
men"; and the Air Force had 25,157 "med techs."

Table 2. Number of Enlisted Personnel Assigned to Armed
Forces Medical Departments, 1965-69V

(as of June 30 of each year)

1965 98,577 45,620 27,595 25,362

1966 105,067 48,257 31,193 25,617

1967 122,306 60,760 34,273 27,273

1968 119,435 56,864 35,083 27,488

1969 111,036 49,596 36,283 25,157

of For a listing of the occupations covered, see a.oc .ix II.

Source: [15].

During 1965-69, the size of the enlisted medical staff
1.., fan at less than 100,000, peaked at 122,000 in 1967, and
tr....1,11 declined to the current 111,000. The 1969 level repre-
sents a 7 percent decrease from the previous year, and a 9
pc_rcent drop from 1967, largely reflecting the 18 percent
decline in Army enlisted medical personnel over the 2-year
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While the Air Force enlisted medical staff also de-
clined in 1969, the Navy continued to add personnel to its
department. Over the years, the Army has generally had al-
most half of all enlisted medical men, the Navy somewhat more
than a fourth of the total, and the Air Force slightly less
than a fourth.

The size and the pattern of change in the number of
enlisted personnel in the three medical departments reflect
variations in the total number of enlisted men in each of
the services. (See table I-1. This table, and those which
follow with roman numeral prefixes, may be found in corres-
ponding appendices.) There is a relatively constant relation-
ship between the number of enlisted men assigned to the medi-
cal departments, and the total number of enlisted personnel
on active duty. For the past 5 years, the Armed Forces medi-
cal departments have been able to command the services of
almost 4.0 percent of all enlisted personnel. The Army has
utilized a higher proportion of its manpower in the medical
service (4.4 percent) than has either the Navy or Air Force
(3.6 percent).

Table 3. Enlisted Strength of Military Medical Depart-
ments as a Percentage of Total Active Duty

Enlisted Personnel, 1965-69

(as of June 30 of each year)

Year Total Army Navy Air

1965 4.3 5.3 3.6 3.7

1966 3.8 4.5 3.4 3.4

1967 4.1 4.7 3.7 3.6

1968 3.8 4.0 3.6 3.6

1969 3.7 3.7 3.7 3.5

Average 3.9 4.4 3.6 3.6

Force

Separations from the Medical
Departments, 1965-69

A high rate of turnover is a characteristic among mili-
tary medical personnel. Substantial numbers of men working
in military medical departments leave their jobs and enter
the civilian labor market every year. Very few draftees



26.

elect to extend their service after the obligatory 2 years.
Of those men who enlisted voluntarily, a d were assigned to
the medical departments, only 13 percent in the Army, ar.d 15
percent in the Navy and Air Force, electid to reenlist or
a second :our of duty in fiscal 1969. Tterefore, a very high
proportion (about 85 percent) of those added to the military
medical departments' staffs in recent years will be returning
to civilian life when their 2 to 4 years of service are over.
As a result of this turnover, the number of medically trained
and experienced workers separated from the Armed Forces runs
to tens of thousands annually.

Table 4. Separations of Enlisted Personnel From Military
Medical Departments, FY 1965-692/

Year Total Army Navy Air Force

1965... n.a. n.a. 5,604 3,352
1966... 27,301 18,368 5,425 3,508

1967... 28,011 17,334 6,938 3,739
1968... 35,025 23,654 7,146 4,225

1969... 41,510 28,606 7,018 5,886

a/ For data on military medical separations by occupational
specialty, set: appendix II.

Source: [15].

The total number of men with medical training released
annually has increased each year, from 27,301 in 1966 to
41,510 in 1969. From July 1965 through June 1969, 131,847
enlistc:d persons returned to civilian life after medical ser-
vice. in the Armed Forces. In 1969, as in previous years, the
Army veterans dominated this group, accounting for approxi-
mately two-thirds of those released. Navy veterans, approxi-
mately one-fifth of all separatees, outnumbered those who had
separated from the Air Force.

Service differences are evident in the distribution
of separatees relative to medical department sizes. For
example, the Army releases about two-thirds of all the
separatees, but the Army medical department has less than
half of all the enlisted medical men. These differences
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are explained, in large part, by the type of military mission
and by the varying period of obligated service involved (2
or 3 years for Army personnel, 4 years for Air Force and Navy
men). A concomitant factor is the date of induction which,
with the length of obligated service, determines the timing
of separation. The number of young men joining each of the
military services in the past decade is given in table 1-2.

As there is a fairly constant relationship between the
number of enlisted men in the medical departments and the
total in the Armed Forces, so there is a close relationship
between the number of separations from the medical departments
and total separations. In table 1-3 an estimate of separa-
tions from each of the three services and the Department of
Defense is given for fiscal 1960-69. A comparison of enlist-
ed separatees from the medical departments and from the Armed
Forces reveals that between 1966 and 1969, 4.7 percent of all
enlisted separatees were men from the medical departments.
The proportion has declined from 5.2 percent in 1966 to 4.3
percent in 1969.

Table 5. Enlisted Separations From Military Medical De-
partments as a Percentage of Estimated Losses to En-

listed Strength, FY 1965-69

Year Total Armyrmy Navy Air Force

1965.... n.a. n.a. 3.4 2.8

1966.... 5.2 6.8 3.7 3.3

1967.... 4.7 6.2 3.5 3.2

1968.... 4.4 5.2 3.1 3.8

1969.... 4.3 5.4 2.6 3.6

Average. 4.7 5.7 3.2 3.5

Service differences again appear. The Army, with a
higher proportion of its enlisted men assigned to medical
service, has a higher proportion of medical separations in
relation to all enlisted separations.

The annual rate of separation in all services was
higher in 1966 because many men with 18 or more years of
service, who normally would have elected to reenlist and
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continue their military careers, decided to leave the ser-
vices in the face of the Vietnam buildup. U.S. troop
strength in Vietnam, which was only 21,500 in 1964, rose to
200,000 in 1965, and jumped to 400,000 in 1966 [161. Faced
with the strong probability that they would have to serve in
an area of military conflict, some career men chose to exer-
cise their option to retire. Thus, the buildup of military
strength begun in 1965 substantially increased the number of
careerists discharged about that time. The higher draft
quotas and heavier recruitment begun in 1966 (see table I-2)
will influence the number released from 1968 through the
early 1970s; its impact on the rate of separations will de-
pend on the force level maintained in that period.

Separations in the Near Future

It is difficult to estimate the number of men with
medical training and experience who will be released in the
near future. Department of Defense policy with regard to
the total size of the Armed Forces, the dependence on the
draft for recruiting personnel, and the discharge policy for
men in the service is in a'state of flux. However, guide-
lines for determining the probable level of separations can
be obtained by reviewing historical data.

An examination of the military strength of the Armed
Forces shows that throughout the first half of the 1960s.
the number of enlisted personnel on active duty hovered
around 2.3 million -- almost 90 percent of total personnel.
Not until 1966, when troop strength in Vietnam doubled in one
year and reached 400,000, did the total number of military
personnel climb over the 3 million mark, and the number of
enlisted men to 2.7 million (see tables 1-4 and I-1) . At
this level of activity, the total enlisted staff of the
three military medical departments was 105,067. 1968 appears
to be a peak year, with total Armed Forces strength at 3.54
million, and enlisted strength at 3.1 million. As of June
30, 1968, the medical departments had 119,435 enlisted per-
sonnel. More recently (June 1969), total personnel numbered
3.46 million, enlisted strength was 3.0 million, and the
medical departments had 111,036 enlisted men.

Pentagon officials are reportedly planning to reduce
the size of the 'Armed Forces to 3.3 million by mid-1970, and
t'. 2.9 million by mid-1971 -- the lowest level since spring
19(J6 1171. Tt is reasonable to assume that when the level.
,..)f military personnel on active duty declines, the size of
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the military medical establishment will be affected. How-
ever, manpower allocations are determined on the merits of
competing demands within each service. The requests of one
department may be met at the expense of another department.
Despite these internal pressures, the proportion of total en-
listed personnel allocated to the medical departments in
recent years has fluctuated within a limited range, which may
make it possible to use recent experiences as a guide for the
near future. The Pentagon's announced plans for 1970 would
bring the overall manpower level down to one comparable to
1967's." The further decline envisioned for 1971 would reduce
armed strength to approximately the 1966 level. Enlisted per-
sonnel in the medical departments numbered 105,067 in 1966,
and 122,306 in 1967. However, the military situation in
1966-67 was markedly different from the one anticipated for
the 1970s. In the earlier period, the Armed Forces was gear-
ing up for enlarged conflict; in the future, plans are to
scale down participation in active military operations. It
seems probable that this will decrease the size of medical
department staffs. Forecasting on the basis of our informa-
tion with regard to the relationship between total active
duty personnel, total enlisted personnel and medical depart-
ment size, we estimate that the military medical establish-
ment will have a staff of approximately 116,000 in 1970, and
102,000 in 1971. (These estimates were based on the assump-
tion that total enlisted personnel will comprise 88 percent
of total active duty personnel, and that the medical depart-
ments will consist of 4 percent of total enlisted personnel.)

It is the turnover within staffs of the medical depart-
ments that determines the number of men entering civilian .

life. The turnover rate in the Army is more than twice thaL
in the Navy or Air Force because of the Army's shorter tour
of duty. However, 1968 and 1969 saw many more men released
than did previous years. This increase is only partly ex-
plained by the larger draft call and volunteer enlistments
in 1966 (by which the Navy was least affected). Many of the
separations occurred as a result of the early discharge
policy initiated by the Department of Defense in the second
half of 1968. At that time, the Armed Forces drastically
altered their release policy "granting early releases to
more than 250,000 enlisted men with up to a year of active
duty remiining," in addition to men leaving the service be-
cause they had finished their tour of duty and did not choose
to reenlist. On the basis of the early-release policy alone,
durin5 F'Y 1969 the Navy released 30,000 men; the Marine
Corps, 26,000; and the Air Force, 57,000 [18]. From July
1968 through February 1969, 155,153 men left the Army as
early releasees. (The Air Force plans to raise the number
of early releases to 62,000 in FY 1970.)
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Typically, the impact of "military gains from civilian
life" (from the draft and enlistments) upon separations from
military service is delayed 2 to 4 years. Thus the fact that
additions to enlisted Army personnel more than doubled in 1966,
and continued at that higher level through 1969, would lead
inevitably to a significant increase in Army separations be-
ginning with 1968. Similarly the Navy and Air Force expansion,
which almost doubled enlisted gains beginning in 1966, would
normally result in proportionately larger numbers of men com-
ing out of these services in 1970 and for several years there-
after. What happened, in fact, was that these expectations
were exceeded in FY 1969, due to the early release of 250,000
men with up to a year of active duty remaining. The total
number of separatees jumped from about 800,000 in 1968 to
960,000 in 1969, an increase of 20 percent. Clearly, 1969
separation figures are higher than could have been anticipated.
On the basis of enlisted gains in 1968-69, we can look forward
to continued high levels of separation into the 1970s, espe-
cially if the planned troop withdrawals from Vietnam are ac-
complished and the early-release policy is in effect.

There are constraints on the number of enlisted medi-
cal personnel to be separated in the next few years. First,
for them to function effectively, there is a limit to the
rate of turnover in the medical departments. In 1968-69 the
turnover rate rose dramatically, especially in the Army's
medical department. There is strong feeling that a 58 per-
cent turnover rate is inordinately high for efficient opera-
tion and such a rate should be avoided, if possible, in the
future.

Table 6. Annual Turnover Rate in Military Medical De-
partments, 1966-69

Year Total Army J Navy Air Force

1966.... 26.0 38.1 17.4 13.7

1967.... 22.9 28.5 20.2 13.7

1968.... 29.3 41.6 20.4 15.4

1969.... 37.4 57.7 19.3 23.4

Average. 28.9 41.5 19.3 16.6

Even 1969's 23 percent Air Force turnover rate gave rise to
serious staffing problems for some hospitals.
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Second, the Department of Defense reduced by 72,500

men the size of the draft call for November-December 1969 and
January 1970. The Secretary of Defense has announced that
the progressive withdrawal of U.S. troops from Vietnam would
result in draft call reductions. In 1969, almost 290,000 men
were drafted; estimates of the draft call in 1970 vary from
150,000 to 180,000. Such reductions could be expected to
influence separations from 1971 onward.

How many enlisted men are likely to be released by the
medical departments in 1970-71? Assuming that the number of
enlisted personnel in he medical departments will total
116,000 in 1970, and 102,000 in 1971 -- as estimated earlier --
on the basis of a 29 percent overall turnover rate, the number
of separatees will total almost 34.000 in 1970, and 30,000
in 1971. These projections are consistent with the trend
toward additions to enlisted strength in earlier years, and
toward separations in recent years.

Study Hypotheses

This study addresses itself to the problem of what
should be done to increase the civilian medical/health field
utilization of men who have received medical training and
experience while in military service. The objective of the
study is to identify the various factors that affect the
crossover of military dischargees to civilian medical/health
occupations. The study findings will suggest policies and
programs that might be followed by the military, the civilian
medical/health service industry, and the Government to in-

crease the transference of skills from .the military to the
civilian labor force.

A number of hypotheses were formulated:

. That interservice variances cause measur-
able differences in attitude that_ will
affect interest in transference

. That there are significant differences
among veterans, based on length of ser-
vice (career vs. noncareer personnel)

. That there are valid differences between
enlisted personnel dependent on their
military status (inservice vs. out-of-
service)
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. That there is a substantial difference
in willingness to transfer, based on
exposure to the civilian medical/health
labor market (e.g., moonlighting or
preservice employment)

. That willingness to continue as a para-
medical worker is influenced by the
type of tour experienced as an enlisted
man (geographic location, type of health
facility, kind of work assigned).

Summary

In short, it was supposed that the medically trained
enlisted man is influenced in his decision in favor of or
against a civilian health career by: military service branch;
length of service; military status; knowledge of the labor
market; and type of military work experience. With an under-
standing of how these factors influence veterans' occupation-
al decisions, policies and programs could be designed to
optimize the number choosing civilian employment in medical/
health occupations.
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II. MILITARY PARAMEDICAL JOB STRUCTURE AND TRAINING

Introduction

In order to understand the problems and potentials ofenlisted paramedical veterans, it is necessary to understand
the job structures and training procedures of the medicalbranches of the Armed Forces. In the civilian health field,there is a dichotomy between professional and nonprofessionalhealth personnel. In the military medical fields, this is
paralleled by the officer/enlisted man dichotomy. This study
of enlisted personnel encompasses those who provide medicalor health care primarily as an adjunct to the physician ordentist. This includes the nursing staff (except RNs),
various therapists, medical and laboratory technicians, and
paraprofessional dental personnel.

Just as the civilian health field has developed vari-
ous procedures for supplying personnel, the Armed Forces has
developed training programs and job functions to meet this
component of their demand for medical manpower. Each of the
three services uses a different method of classifying and
structuring the duties of enlisted health personnel, each
service modifying the traditional doctor/nonprofessional ar
rangement to meet demands for its medical services.

Because of evolving medical technology and changes in
military medical emphasis from peace to wartime, not all of
the individuals in a given service have passed through the
same training programs or served in the same occupational
structure 119). This chapter discusses the jobs and train-
ing currently offered by each of the three services. (Ap-
pendices III, IV and V present more detailed training descrip-tions.) Some interservice differences are highlighted, and
the significance of the military job structure for occupa-
tional transference to the civilian health field is explored.



34.

Interservice Training Differences

The Armed Forces have developed systems for the train-
ing and utilization of their enlisted personnel through which
comparable medical systems have evolved. This paralleling
of functions is noted in the Department of Defense Occupation-
al Conversion Table (201, which groups all of the Army Mili-
tary Occupational Specialties (MOS's), Navy Enlisted Classi-
fications (NEC's) and Air Force Specialty Cedes (AFSC's) into
12 three-digit occupational subgroups on the basis of duties
performed (see table II-6, appendix II).

Although the Department of Defense based this grouping
on a careful analysis of the duties of each specialty, it is
important to note that similarly grouped jobs are not neces-
sarily identical. Interservice differences in training,
equipment, duties, and degrees of supervision do exist in
paramedical specialties, and must be taken into account in
considering the extent of transference to the civilian medical/
health sector. Interservice differences in the training and
duties of enlisted paramedical personhel can be attributed
to: (1) differences in missions; (2) modes of medical service;
(3) the length of service obligation; (4) the size and type of
medical installations; (5) the degree of professional care
and supervision; and (6) the need for personnel flexibility.

The Army Medical Service

The military manpower procurement system -- combining
draftees, draft-induced enlistees, and genuine volunteers --
has as a side effect a very low first-term reenlistment rate,
and consequently a high proportion of one-termers. The com-
plications this causes for the Army Medical Service, which
takes 2-year draftees and 3-year enlistees, dictate to an
extent the structure of training programs. Given a relative-
ly short term of service, with a low probability of reenlist-
ment, internal efficiency requires a short (though intensive)
training period for medical specialists. A longer period of
schooling not only increases the cost per corpsman, but also
shortens the period in which the acquired skills can he
utilized. We observe, therefore, that although many military
occupational specialties (MOS's) exist, the vast majority of
Army paramedical personnel serve as general "medics" (MOS 913).

however, the needs of modern medicine dictate that
more specialized nonprofessional personnel be supplied. Iii
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order to reconcile these needs with efficiency criteria, thc.,.

requirements for training in uusier, more technical MOS's al-
most invariably include a term of obligated military service
upon completion of the training period. This is also a re-
quirement for training in specialized Navy enlisted classi-
fications. In fact, the amount of obligated service for Navy
training usually exceeds that required by the Army.

22LILMAtliaiLleEla

Most Navy medical personnel are merely classified as
hospital corpsman (HM 8400 or 0000), indicating the downgrad-
ing of highly specialized paramedical skills or training.
The Navy operates medical services under highly varying con-
ditions: The installation to which a corpsman is assigned
may be a hospital, Marine combat unit, clinic, laboratory, or
ship at sea with or without a physician aboard. Furthermore,
naval personnel policies require the scheduled rotation of
manpower among these various duty stations.

The Navy Medical Service Corps has developed a train-
ing program which meets the requirements dictated by such
personnel assignments. All enlisted personnel are provided
broad-based medical training, which provides the basis for
ongoing training at whatever assignment the corpsman receives.
Specialization -- with the concomitant obligated service --
occurs, but the ability to perform various paramedical duties
is maintained by all personnel.

The Air Force Medical Service

The Air Force Medical Service meets a different demand
for medical services. With the exception of some isolated
radar sites and a few clinics overseas, most airmen are sta-
tioned at bases in the United States. These are generally
sizable installations which provide medical and dental care
for Air Force personnel and their dependents. Personnel
flexibility like the Navy's is not generally required by the
Air Force, which has the further advantage of 4-year enlist-
ments.

Following a brief introductory course, formal train-
ing is given to new airmen in a variety of specialized para-
medical occupations. These courses are generally not as
long or intensive as comparable Navy courses, and a period
of obligatod service is not required. The Air Force uses
graduates of these courses under the supervision of profes-
sional staff. The largest number are trained as medical
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service specialists (AFSC 902X0), not because of a need for
generalists pgr se, but because experience in this AFSC
serves as a background for more specialized surgical/medical
duties.

To meet the need for more highly skilled personnel,
the Air Force offers to those who serve beyond their initial
obligation the opportt.'nity to attend advanced courses in
their specialty. This training emphasizes the ability to
perform not only more difficult tasks but under less profes-
sional supervision.

Summary

The degree of specialization and the placement of the
enlisted paramedic varies among the services. The difference
between civilian and military medical structures is probably
greater than interservice differences in the structuring and
training of their enlisted personnel. A recent study by the
National Academy of Sciences noted that in the military, com-
missioned officers -- physicians, dentists, medical service
officers, and registered nurses -- comprise 21 percent of the
medical personnel. In the civilian sector, these same cate-
gories account for 31 percent of all medical manpower. Thus,
the military places a greater reliance on nonprofessional
health personnel than does the civilian sector. However, the
National Academy of Sciences study states that "institution-
al and out-patient care by the military is as skillful as
that furnished in nonmilitary medical institutions and
clinics with full-time closed staffs" [21, p. 3].

Paramedical Personnel in the U.S. Army

Military Occupational Specialties
(MOS'S)

The U.S. Army has a highly complex structure oriented
toward technical skills. At the turn of the century, 90 per-
cent of all enlisted personnel were classified as general
comLat soldiers. Today's Army needs highly trained special-
ists in most of its positions.

The medical services of the Army reflect the need for
specialization in a most technically advanced field. To meet
this noed and to aid in personnel planning, training, and as-
signment, enlisted military medical specialists are classified
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by military occupational specialties (MOS's) requiring com-
mon basic skills, knowledge, and abilities. The MOS was a
three-digit code until June 1965. At that time, partly be-
cause of the ever-increasing skill complexity of the service,
it became a five-digit code. In general, the first two num-
bers, followed by a letter, show a particular career group
and occupational specialty, while the last two numbers indi-
cate a skill or pay level, and special qualifications.

A serviceman is assigned an MOS designation on the
basis of civilian and military education and experience, and/
or his actual duty in a particular field. Unit commanders
and manpower planners in the Army are able to allocate man-
power solely by reference to MOS, obviating the need for delv-
ing into the backgrounds of each serviceman involved. Struc-
turing by MOS allows rather clear-cut occupational ladders,
or MOS "feeder" patterns. The MOS structure allows the desig-
nation of training courses it accordance with the skill level
for which students are being trained. In some instances,
however, an individual may not carry an MOS even after he
has completed the requisite course. Some enlisted personnel
may have multiple MOS's due to on-the-job training or paral-
lel course work. In such cases, the individual has both a
primary and secondary MOS skill designation, allowing for
substitutions, and therefore flexibility, within a unit.

Each MOS represents a unique job description. There
are proficiency criteria which must be met to attain an MOS,
and these are periodically reexamined to maintain it. This
method of structuring allows definition of the Army survey
population by MOS.

MOS's Surveyed

For the medical manpower survey, Army paramedical
workers were defined as military personnel working under a
medical specialist (e.g., nurse, doctor, dentist), techni-
cally trained and able to supply services necessary for
patient care. (Those MOS's included are listed in appendix
III.) One MOS (91Z) bears comment. MOS 91Z is granted to
qualified specialists of any medical MOS category. It com-
prises only the top three NCO grades and, although it empha-
sizes administrative and supervisory duties, represents the
"capper" for Army medical enlisted personnel.

All MOS's that did not require medical corpsman train-
ing did not fit our definition of paramedical workers; two
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exceptions were MOS 42E (optical laboratory technician) andMOS 91Q (pharmacy technician). One additional MOS (91A10)
was also excluded; this MOS is held by those who are attend-ing, or have been recently released from, 10-week basic medi-cal corpsman school. Failure to attain an advanced MOS canbe taken as prima facie evidence the individual did not gainsufficient medical knowledge or experience.

Army Training

Shortly after a man is inducted into the Army, he isgiven a battery of tests to determine both his aptitude andthe level of achievement he has attained in specific fiAxls.In order to be considered for Army medical service, a manmust be emotionally stable and score at least the median
grade on his tests. Assignments to the medical service arebased not only on the man's test scores, but on his previous
experience, his job preference, and the needs of the medicalservice.

Following a basic military course, all medic-recruitsare enrolled in a medical corpsman course given at the U.S.Army Medical Training Center, Fort Sam Houston, Texas. Alterthe first 2 weeks of medical orientation, some students arechanneled into training programs for which only these 2 weeksare prerequisites. The majority of students complete thebasic 10-week course. The purpose of the basic course is"...to train qualified enlisted personnel to perform routine
patient care aLd treatment duties in combat areas, hospital
units, dispensaries, clinics and other medical facilities."The course includes:

Basic anatomy and physiology; emergency medi-
cal care and treatment, including control of
hemorrhage, prevention and treatment of shock,
artificial resuscitation, dressing and bandag-
ing of wounds, splinting of fractures, field
medicine and surgery; transportation of sick
and wounded by ground, air and water means;
medical service tentage; preparation and use
of individual medical records; use of common
drugs; land) basic nursing procedures [22,
section 5-30-1).

After completing the 10-week course, the men are
either assigned to jobs in medical units or designated to
attend other medical specialty courses (see table III-1).
Those placed in medical units are given on-the-job training
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to make them proficient in the positions they are holding,
and usually in a few months they are advanced to the medical
corpsman classification (MOS 91B), which contains the largest
number of "medics" in the Army. Men in this group are assign-
ed as ward orderlies in hospitals, litter bearers in the
field, medical aidmen in aid stations, dispensary attendants,
members of ambulance units, etc.

The competence of a large proportion of Army medical
corpsmen is primarily based on what they have learned in
their course of study, supplemented by skills acquired in
particular jobs.

Informal, on-the-job training is given medical corps-
men after their initial 10-week training period. The extent
of instruction a man receives depends on the unit to which
he is assigned: If he is sent to Vietnam as part of an in-
fantry division, he receives on-the-job training as a com-
pany aidman for a platoon of 45-50 men; on-the-job training
for an assignment within a hospital depends on whether he is
assigned to the emergency room, intensive care unit, clinic,
or hospital ward. On-the-job training also varies between
hospitals.!

Approximately one-third of the enlisted men are si-
phoned off to receive further formal training in medical
specialties. Opporunities for specialized studies may be
open to the men immediately upon completion of all or part
of the basic course or, more likely, after a period of work
experience. Selection for participation in further training
depends upon the individual's aptitude and job performance,
his desire for additional training, recommendations from
superiors, and the needs of the Army. There are a few high-
ly technical occupations that have an elementary and advan,--
ed training course [23]. Requisites for participation in the
advanced course are completion of the elementary course, plus
a year of work experience.

The Army offers specialized training in occupations
embracing the spectrum of medical care. Appendix IIl in-
cludes lists of paramedical courses offered to enlisted per-
sonnel since 1955. Some courses included are no longer of-
fered, but were listed because they might have been taken
by careerists included in our survey.
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Formal on-the-job training differs from the type ofinstruction received upon being assigned to a new job; it isa program of study controlled by the hospital command. Suchtraining is offered for the few specialties where the numberto be trained is so small that a centrally administered ser-vice scho'll course is not warranted (for example, only 16men a year are registered in the electroencephalograph (EEG)category for on-the-job training offered at Brooke GeneralHospital). Since formal on-the-job training is structuredaccording to the guidelines of the Army's subject schedule,and since only selected hospitals train all the personnel inthese specialties, such training is standardized throughoutthe service. Just as Brooke General Hospital trains EEGspecialists, Fitzsimmons General Hospital provides the formalon-the-job training for occupational and physical therapyspecialists.

In order to participate in a specialty course of study,every enrollee must agree to serve a specified minimum lengthof time after completing training. During this period ofobligated service, it may be presumed that he is employed inthe occupation for which he has been trained. Therefore,the length of time listed for obligatory service, varyingfrom 9 to 24 months, may be considered as the minimum amountof specialized experience that the Army enlisted man in hisparticular MOS may offer a civilian employer (see table III-1).

Annual proficiency tests at each skill level are givenfor particular occupational specialties anl are used as partof an evaluation and incentive system. The test includes awritten portion and a job performance rating by a superior.The objective of the test is to elevate quality of performance.Proficiency pay, ranging from $30 to $100 monthly, is giventhose who make outstanding scores, both to reward superiorjob performance and to encourage the retention of highlyqualified personnel in particular specialties.

Summary

Training of enlisted men in the Army Medical Serviceis "designed to provide paramedical skills and knowledge
necessary to support the physician in his military healthcare mission" [24). Schooling and on-the-job training areused to develop understanding and competence. Those men whodemonstrate particular aptitude and ability have the oppor-tunity to take advanced studies to qualifl for positions inmedical specialties. Testing programs, job evaluations,
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and incentive pay systems are designed to foster a high level
of competence.

Paramedical Personnel in the U.S. Navy

Navy Enlisted Rating Structure

The manpower needs of the U.S. Navy require that each
enlisted man's individual skills be identified so that pro-
per assignments to billets can be made. To accomplish this,
an enlisted rating structure and the more sophisticated Navy
enlisted classification code (NEC) have been developed. All
Navy enlisted ratings are organized into 12 occupational
groups, two of which -- medical and dental -- include all
enlisted personnel in the Navy Medical Service Corps.

The rating structure encompasses skill levels as well
as pay grades (see table 7). Pay grades El to E3 are appren-
ticeships which provide paths for advancement to the petty
officer grades.

Apprentice or entry-level NEC's (series 8400 for
hospitalmen; series 8700 for dentalmen) indicate that the
individual has the aptitude, training, or experience direct-
ly related to a specific occupational field. Within a given
rating, "rating series" or specialty NEC's may be assigned.
Since these codes indicate particular training and competence
not inherent in the rate, they serve to identify the person-
nel as well as the job requirements. All hospital corps and
dental corps NEC's are assigned by the Chief of the Bureau
of Medicine and Surgery. No specific priorities are attach-
ed within these NEC's; a particular code may be primary or
secondary. Only hospital and dental corps personnel may
hold these NEC's, and with only one exception [26] these
personnel may hold only 8400 and 8700 series codes respec-
tively.

In order to qualify a hospital corpsman for advance-
ment in rating, his commanding officer must approve him for
a professional examination. These examinations become broad-
er in scope and more comprehensive with each successive rat-
ing.

Hospital corpsmen generally serve under the super-
vision of medical department officers (MD,$). Corpsmen
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Table 7. Rating Structure for Navy Paramedical Personnel

iay grade Hospital corpsmen

L-1 HR, Hospitalman recruit

E-2 HA, Hospitalman appren-
tice

E-3 HN, Hospitalman

E-4 HM3, Hospital corpsman,
3rd class

E-5 HM2, Hospital corpsman,
2nd class

E-6 HM1, Hospital corpsman,
1st class

E-7 HMC, Chief hospital
corpsman

E-8 HMCS, Senior chief
hospital corpsman

E-9 HMCM, Master chief
hospital corpsman

Source: [25]

Dentalmen

DR, Dentalman recruit

DA, Dentalman apprentice

DN, Dentalman

DT3, Dental technician,
3rd class

DT2, Dental technician,
2nd class

DT1, Dental technician,
1st class

DTC, Chief dental techni-
cian

DTCS, Senior chief dental
technician

DTCM, Master chief dental
technician
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function in such broad fields as first aid, preventive medi-
cine, tentative diagnosis and emergency treatment, nursing
care and definitive treatment, and administrative procedures.

Men may at any time be called on to perform the gener-
al duties of their rate. Furthermore, most specialists can
also be expected to serve on "independent duty," which re-
quires a qualified hospital corpsman to perform all duties
of a medical nature on small ships, shore stations, and with
Marine units when no medical officer is attached. On such
duty, the corpsman performs all administrative work and, to
the extent that he is qualified, the professional duties
prescribed for medical officers of ships or stations.

Every corpsman HM1 and above is considered qualified
for independent duty. Because of this, technicians must
maintain the same competence in all areas as general duty
corpsmen. It is for this reason that the same professional
examinations are administered to all corpsmen, regardless of
NEC.

NEC's Surveyed

Selection for the survey was based on job titles and
descriptions contained in the Handbook of Navy Enlisted Clas-
sifications, as well as an examination of the coursework re-
quired, as described by the Department of the Navy and the
Hospital Corps. In addition to the basic hospital corpsman
category, 39 NEC's were selected which fall within the scope
of the study (see appendix IV).

Certain NEC's which are part of the medical or dental
ratings (8400 and 8700 series) were excluded from the survey.
These NEC's and their job titles are:

NEC

HM 8432
HM 8472
HM 8497
HM 8498
DT 8732
HM 8496
UT 8714

Title

Preventive medicine technician
Photography technician
Medical illustrating technician
Medical repair mechanic
Dental repair technician
Embalming technician
Dental technical research assistant
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The reason for excluding these occupational specialties was
that the specialized training received is quite removed from
medical care. Not only is this training largely nonmedical,but the relationship with the patient is indirect. In gener-
al, the work skills acquired are easily transferable to posi-
tions in nonmedical fields.

Navy Training

Navy enlistments are voluntary, and new recruits nay
opt to serve in the Navy Hospital Corps. However, volunteers
for the Hospital Corps are carefully screened and only accept-
ed if they have received a passing grade in a battery of
tests, are high school graduates, and have at least two
years to serve (27). Following a period of military train-
ing, Navy enlisted men classified as hospital apprentices or
hospitalmen are enrolled in the basic 16-week course offered
at the U.S. Naval Hospital Corps School in Great Lakes, Illi-
nois, or San Diego, California. The goal of the course is
to give instruction in the basic principles and techniques
of direct patient care and first aid procedures, preparing
personnel for duties as general service hospital corpsmen in
the lower pay grades. In the course, 75 hours of classroom
instruction is given in anatomy and physiology; 240 hours in
principles and techniques of patient care; 70 hours in first
aid and minor surgery; 33 hours in hygiene and sanitation;
60 hours in materia medica and toxiocology; 25 hours in
metrology; and 45 hours in atomic, biological, and chemical
warfare defense and military requirements. In addition, 92
hours are spent in practical, on-the-job instruction. Men
enrolled in the course are exposed to a total of 640 hours
of full-time study (28). Each week of the course, 5 full 8-
hour days are spent in classroom instruction or supervised,
practical experience.

Every Navy hospital apprentice (E2) and hospitalman
(E3) is enrolled in this 16-week basic course. Upon comple-
tion of the course, a period of on-the-job training follows
during which the men, not yet fully qualified as hospital
corpsmen 3rd class, perform such duties as applying bandages
and dressings, checking temperature, pulse, and respiration;
collecting _specimens; administering medication; performing
routine ward care of patients; keeping medical department
equipment and spaces clean and sanitary; and performing rou-
tine clerical duties of the ward [29). Typically, a hospita-
man has 6 months' experience in his first permanent duty sta-
tion before he advances to the next level.
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To advance to the hospital corpsman 3rd class rating
(E4), the hospitalman must qualify in the areas of first aid,
hygiene and sanitation, patient care, anatomy and physiology,
and administration. Advancement in rating from E4 to E9 is
based upon indepth knowledge and ability in these same areas
and, in addition, in the fields of pharmacy; pharmacology
and toxicology; preventive medicine; chemical, biological,
and radiological warfare; clinical laboratory; clerical forms
ana procedures; ana medical administration and organization
(30j.

Advancement in the Navy Hospital Corps depends upon
knowledge and performance in the general areas described
above, not upon the requirements and quality of work in a
particular assignment. The men are prepared for advancement
by the mandatory minimum of 2 hours a week of training offer-
ed on the job, with doctors, nurses or senior corpsmen as
instructors, and following a basic curriculum guideline pre-
pared by the Bureau of Meuicine and Instruction. The Navy
publishes the Handbook of the Corps, a basic reference book
that is used as a text. Training may be given in a group
session, in a classroom, or through practical demonstrations
on the job. Correspondence courses are also supplied by the
Navy, which can be used to help prepare for the advancement
exams.

Specialty medical courses for enlisted personnel are
given in numerous naval hospitals and medical centers locat-
ed throughout the United States. The Navy distinguishes be-
tween advanced schools (Class B), which provide instruction
emphasizing skills required for assignment to independent
duty, and medical technical schools (Class C), in which
training focuses on the administrative and medical technical
specialties needed to maintain medical facilities [28].

The number of weeks of formal specialty training of-
fered hospital corpsmen and dentalmen ranges from 4 to 60.
Appendix IV presents a description of the Navy's paramedical
courses for enlisted personnel. This listing includes courses
offered since 1955 because they were available at the time
careerists in the survey (with 18 years or more of service)
were in training.

Prerequisites for the courses vary. Some require a
certain pay grade level, from E2 through E7. In addition, a
number of years of high school or its equivalent may be
mandatory. Several courses stipulate that the registrants
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must have a general aptitude score of 100. A few are openonly to candidates who have completed other courses and havehad job experience. Table IV-1 gives the training and obli-gatory service requirements for each Navy selected paramedi-cal occupation.

Formal school courses have been established for everyparamedical occupation, with the exception of the orthopediccast room technician. In this case, on-the-job t'raining isoffered. A Navy Hospital Corps School course combines didac-tic teaching and practical application. The proportion oftime spent in the different types of learning situations varywith the course. In the basic 16-week course, 548 hours arespent in formal instruction, and only 92 hours are devotedto on-the-job experience. However, the course on cardiopul-monary technique is divided so that 324 hours are lecture
and 1,236 hours are spent in a work situation practicing andperfecting skills. Almost 90 percent of the 60-week clinical
laboratory technician's course is devoted to practical appli-cation.

One of the prerequisites for each specialty course isa period of obligated military service. The number of months
that a man must serve in the Navy after completing his
specialty training is shown in table IV-1. This shows the
minimum amount of time spent in the Navy occupational classi-fication. While many men serve longer than this obligatedservice, it is a measure of the amount of experience naval
personnel bring to civilian medical/health employment.

Summary,

Navy hospital and dental corpsmen are selected with
care and trained to perform in the general area of medical
care. Approximately one-third are also qualified in a
specialty field of medicine for which formal courses are of-fered. Because of the rotation of sea and shore duty, allNavy enlisted paramedical personnel are prepared to functionin a variety of jobs. Their general competence, not their
specialized skills, is the basis for advancement. Navy
hospital corpsmen and dentalmen are generalists, first andforemost.
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Paramedical Personnel in the U.S Air Force

Air Force Specialties (AFS's)

The U.S. Air Force personnel classification system is
based on the functional grouping of positions which require
common knowledge, education, training, experience, or other
abilities. Functional. grouping places positions related to
one another in an Air Force specialty (AFS) designation, and
it groups related AFS's into career fields. A particular
AFS contains within it all jobs which require essentially the
same abilities. No person is expected to perform all of the
duties of the AFS at any one time, although individuals are
prepared to assume all of the Ars responsibilities at dif-
ferent times. This AFS arrangement facilitates personnel
management by serving as a framework within which both
specialized and broadly experienced personnel may be devel-
oped 01).

The Air Force specialty codes (AFSC's) which denote
the particular AFr, are five-digit r,.1merical codes for en-
listed airmen. The paramedical AFS's with which we are con-
cerned are grouped into two major career fields: medical
(AFS's 90 and 91) and dental (AFS 98). The first two digits
of an AFSC indicate the career field; the third, the career
field subdivision; the fourth, the skill level of the AFS;
while the fifth denotes the specific AFS. For example:

AFSC Designation

90 Career field: medical
904 Career field subdivision: medical laboratory

9043 Skill level: semiskilled
90430 Specific AFS: apprentice medical laboratory

specialist

Personnel in the medical and dental career fields,
as other Air Force enlisted personnel, enter the service
with a 4-year obligation. Although some have served in
other branches of the Armed Forces, the majority are airmen
without previous service who volunteered for the Air Force.
Along with all other new entrants, their first assignment is
to basic military training at Lackland Air Force Base, Texas.
All personnel take the Airman Qualifying Examination; in
order to be considered for the medical or dental career
fields, the airman must score aNwe the 60th percentile on
the General Aptitude Index. Most of those selected for medi-
cal career fields are high school graduates, and many have
a number of college courses to their credit.
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After basic military training airmen destined foreither medical or dental specialty fields are transferred tothe U.S. Air Force Medical Service School, Sheppard Air ForceBase, Texas for basic medical training. During this training,each airman is carefully tested, counseled, and evaluated todetermine the specialty to which he will be assigned. Afterthe "medical helper" course, he may be assigned to one of theapprentice/specialist-level formal courses, or to on-the-jobtraining at a permanent duty station.

Whether the airman receives formal or on-the-job train-ing, he is taught essentially the same subjects and methodsto use in performing his job. The requisites for any givenAFS are broken down into five areas: knowledge, education,experience, training, and "other factors." For each AFS,some qualifications are mandatory. Others are not mandator-,but desirable, and serve to increase an airman's chance ofcareer success. They also tend to indicate future areas ofspecialization and job development.

All medical and dental AFS's have specific knowledgerequirements. In general, these are met by passing an ap-propriate specialty knowledge test. There are several medi-cal AFS's which have no specialty knowledge tests because ofthe technical nature of the duties, or the relatively few
individuals involved. In such cases, a classification board,composed of medical officers and advanced airmen in the AFS,meets to determine if the airman possesses the requisite
knowledge.

No medical or dental AFS's have mandatory education
requirements. Completion of high school is desirable, andmost airmen who qualify are high school graduates. In all
cases, completion of high school or college-level courses ingeneral science, biology, chemistry, and/or anatomy andphysiology is desirable.

AL the discretion of classification boards, civilianexperience may be substituted for that gained in an AFS. Inall other cases, experience in the lower level of the AFS ismandatory for career advancement. For entry into some medi-cal AFSC's at the semiskilled 3 level, prior experience inanother AFSC at the specialist and/or technician level ismandatory. For pxample, all histopathology technicians
(AFSC 90431) must have qualified as a medical laboratory
specialist (AFSC 90450) prior to cross-training for theirnew AFSC.
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Training requirements for an AFS are generally ful-
filled by the specialist's completion of the advanced medi-
cal service course appropriate to that career field. Com-
pletion of such courses is seldom mandatory, since on-the-
job training may be substituted. For advancement to the
supervisory levels in medical or dental AFS's, completion
of a management course, usually conducted at the base, is
desirable.

The extent to *.11ich the airman meets the standards of
knowledge, education, experience, and training. determines
his skill level. There are up to five skill levels for each
AFSC. Skill level 1 is assigned to medical helpers (AFSC
90010) and dental helpers (AFSC 98010) after the completion
of the basic medical helper course, and prior to their receiv-
ing any formal or on- the- -job training. This skill level is
held only for a short time, unless the airman fails to de-
velop his paramedical skills. (AFSC's 90010 and 98010 were
excluded from our sample.) Skill level 3, or the apprentice
level, is attained upon compriETBn7617i Formal course or
special training; upon qualification as a bypass specialist
(on the basis of prior military or civilian experience); or
upon the receipt of a passing grade on a specialty knowledge
test by those airmen receiving cross-training with experience
in another 3- or 5-level AFSC. Skill level 5 is awarded
after the airman has accumulated-riniiiara 6 months' ex-
perience serving in the 5-level AFSC, after he has passed
the appropriate specialty knowledge test, and after he has
been given his supervisor's recommendation [32]. Skill
level 7 is awarded only to those with a minimum of one year's
experience serving at that level, the fulfillment of all re-
quirements, and the passing of the appropriate specialty
knowledge test. Skill Level 9 is restricted to those in or
selected for promotion to pay grades E8 or E9. These must
possess the 7-level AFSC which is appropriate to the 9 level,
have a minimum of one year's experience at the 9 level, be
recommended by his supervisor, and be approved by a classi-
fication board [31). There are few AFSC's at the 9 level,
reflecting the broader supervisory nature of these positions.
For example, AFSC 91370 (physical therapy technician) and
AFSC 91372 (orthopedic applicance technician) are all normal
prerequisites to AFSC 91392 (physical medicine superintendent).
Similarly, the dental career field includes only one 9-level
AFSC, 98290 (dental superintendent).

AFSC's Surveyed

Because of our definition of paramedical worker and
our primary concern with the utilization of these individuals
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in the civilian health field, several AFSC's in the medical
career field were excluded from our sample. The criteria forthe selection of AFSC's for the study were based on VolumeII of the Airman Classification Manual [33), where each AFSC'sduties and requirements are enumiFifia. The medical AFSC'swhich we excluded are:

AFSC Title

90010 Medical helper
98010 Dental helper
907X0 Preventive medicine specialist/technician908X0 Veterinary specialist/technician
908X1 Laboratory animal specialist/technician911X0 Physiological training specialist/supervisor915X0 Medical materiel specialist/supervisor

AFSC's excluded may have been held by individuals in oursample, but generally were not. Appendix V gives a descrip-
tion of the AFSC's included in our study.

Air Force Training

Upon completion of basic military training, all air-men selected for medical or dental career fields -- primari-ly volunteers -- are sent to the U.S. Air Force Medical Ser-vice School. Here they embark upon the 4-week medical helper
course, a prerequisite for all airmen entering the medicalor dental career fields. The primary objective ol this
course is not to provide skills used in medical care, but to
orient airmen to the U.S. Air Force Medical Service. Train-
ing includes career progression, mission, function, and
history of the Medical Service as well as paramedical sub-
jects (e.g., field casualty care, emergency medical treat-
ment, disaster medicine, basic nursing procedures, anatomy,
physiology, and medical terminology).

For some of the airmen chosen to serve as apprentice
dental specialists, apprentice administrative specialists,
or apprentice medical service specialists assigned to hospi-
tal wards, this course concludes formal coursework. They
are given direct duty assignments where their training is
accomplished on the job. For the majority of the graduatesof the medical helper course, the next step is attendance
at one of the 14 basic or specialist-level courses conductedat the Medical Service School. (Table V-1 lists the train-
ing requirements for Air Force paramedical occupations.)These formal courses, covering from 6 to SO weeks, are
designed to provide the airman with the knowledge and skills
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necessary at the semiskilled level of his AFS. These courses
are primarily didactic in nature, emphasizing a knowledge
of the basic functions which the airman will perform. Only
two of the courses, psychiatric ward specialist and labora-
tory specialist, conclude with a practical phase.

Upon completion of a specialist-level course, the air-
man is awarded the 3-level AFSC in which he trained. His
first duty assignment is usually to a hospital or large in-
firmary, where the new paramedical personnel function under
close supervision. Individuals with prior civilian or mili-
tary medical experience may be awarded the semiskilled AFSC
as bypass specialists, without formal school attendance. In
such cases, on-the-job training is conducted to ensure that
the airman possesses a knowledge of all material covered in
the formal course.

The progression from the semiskilled 3 level to the
specialist 5 level comes through experience and on-the-job
training in the more technical aspects of the AFSC. The
airman must demonstrate to his supervisors his competence
in the duties in his AFSC description.

Before advancement to a 7-level AFSC, most airmen are
required to attend one of the advanced, or technician-level,
courses. The function of these courses is to provide the
medical service with fully qualified, noncommissioned para-
medical personnel. These advanced courses, rarely open to
first-term airmen, equip the graduate to perform medical
duties requiring high levels of technical and supervisory
skills. They range from 8 to 17 weeks for the medical and
6 to 11 weeks for the dental career fields. Part of the
class time in each course is devoted to administrative or
supervisory subjects, but the major thrust is medical or
dental skills. Emphasis is placed on special techniques
and procedures needed by nonprofessional paramedical person-
nel in order to work with greater competence and independence
from medical or dental officers. On-the-job training may be
substituted for completion of an advanced course as a re-
quirement fora 7-level AFSC, but the basic knowledge re-
quirements remain the same. Thus, fulfilling the require-
ments for an AFSC indicates a level of required performance
as well as a level of training.

A complete list of all Air Force medical and dental
courses, showing course objective and content, is included
in appendix V.
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Summar,

The Air Force has developed a system of training and
utilizing paramedical workers to provide medical care to U.S.
Air Force personnel and their dependents. Formal courses at
both the introductory and advanced levels are coupled with
on-the-job training to ensure the availability of both
specialized and broadly experienced medical manpower. The
AFS system then permits the efficient utilization of this
manpower at various types of medical installations throughout
the world.
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III. TRANSFERENCE TO CIVILIAN MEDICAL/HEALTH WORK

The Prima Facie Case For Transference

This study has proceeded from the premise that there
is a prima facie expectation that most military medical men
released from the services would find it to their advantage
to transfer to medical/health work, and that it would be to
the advantage of the country if they did so. The expecta-
tion rests on a number of demonstrable propositions:

. There is a close paralleling of func-
tions, occupations, and conditions be-
tween military and civilian medical/
health services

. The qaaliLy of training and experience
in milil;ary medical service equips men
to perform the work of the civilian
me-heal/health system

. The quality of the paramedical per-
sonnel currently released by the
Armed Forces is at least as good as
the quality of their counterparts in
the civilian medical/health system

. The flow of military paramedical per-
sonnel being released by the services
is a significant supply of labor, and
the expansion of the civilian medical/
health system is generating a strong
demand

. Much of the supply and the demand
emanates from the same points around
the country, and thus facilitates ex-
change.
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The Conditions Prerequisite to Transfer

Though there are prima facie reasons why military para-
medical men should transfer to -Milian medical/health work
after their release, there are certain preconditions to trans-
fer on a large scale.

. There must be a system of market information
and market mechanisms. Although there are
widespread employment opportunities in occupa-
tions for which military paramedical service
is qualifying, the men need to know where
these jobs are and how to find them. By the
same token, civilian employees need to know
where the men are, what their military train-
ing and experience have been, and what civilian
occupations they are competent to fill.

. The specifications of the supply and the
specifications of the demand must be matched.
The capabilities of the men must be compared
with the qualifications required for employ-
ment-

. To the extent that the supply does not meet
the specifications of the demand with regard
to formal qualifications, functional capabilities,
or geographic availability, the supply and/or
demand may require modifications to maximize
transfer.

. The supply price and the demand price must
tend to converge. If the supply price is too
high, prospective employers will find it more
economic to tap alternative sources of supply
even though training costs may be higher. If
the demand price is too low, the men will find
it profitable to seek alternative employment,
even though they forfeit the advantages of
their paramedical experience.

. Other conditions of employment must be met,
notably those having to do with type of assign-
ment, career prospects, training opportunities,
status, hours of work, fringe benefits, and/or
congeniality of work.
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The Survey

Enlisted men with military medical occupational
specialties were surveyed during the latter half of 1968
and the first part of 1969. Army, Navy and Air Force men
located within the continental United States were interview-
ed by telephone. Among the 1,238 respondents were men on
active duty due to be released shortly, as well as men who
had been discharged 2 to 3 years earlier.. Within the groups
of inservice and out-of-service men, a further distinction
was made between men with only one tour of duty, noncareer-
ists, and men with 18 or more: years' service, careerists.
Thus, 12 subsamples, containing approximately 100 men, were
included in the survey [341..

A precoded, open -ended questionnaire was designed
after extensive pretesting. Among the subject areas inclad-
ed were preservice career interests and employment, military
experience, civilian labor force participation and career
plans, educational goals and achievements, and attitudes
toward medical/health work and the barriers to transfer to
civilian medical/health jobs.

Responses to several questions provided the basis
for classifying respondents as transferees or nontransferees.
Men still in service were asked:

. What are your plans, that is, what is
the first thing you plan to do after
your discharge...do you plan to work,
return to school, or study or what?

. In what kind of business, industry,
or profession do you plan to work
(immediately after discharge or after
you complete your schooling)?

. Will you work for someone or be self-
employed?

. Where do you think you will work after
your discharge...will it be in a hos-
pital, a clinic, a pharmacy, a nursing
homa, a private laboratory, an indus-
trial plant, a private office, or what?

. What do you think your job role will be?
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. As far as you know now, do you think
you will make this job your career
or not?

. What are your plans for your career?

A comparable series of questions were asked of men
who were out of service. In addition to questions about
their present job or studies, information about other jobs
and schooling since their discharge was obtained.

For purposes of this study, men are considered trans-
ferees if they (1) work or plan to work in the medical/
health field, (2) are full-time students or plan to be full-
time students in the medical/health field, or (3) are in-
definite about immediate future plans, but know that their
careers will be in the medical/health field.

All other respondents are classified as nontransfer-
ees. This group includes all men working in jobs outside
of the medical health field as well as full-time students
in nonmedical subject areas.

For the small number who are working in one field
but crossing over to study in another area, the decision
factor is their role in the labor force: if their work is
in medical/health, they are transferees; if their work is
not in medical/health, they are nontransferees.

Transfer Expectations and Experience

Only about two-fifths of the career military medical
enlisted men and only about one-fifth of the noncareer men
separated 2 to 3 years earlier were engaged in medical or
health activities (see table 8). These proportions did not
differ significantly among the three services. considering
the quality of the men and their training and the chronic
shortage of paramedical personnel reported by ciiilian
health agencies, the rate of transfer of military paramedi-
cal specialists is surprisingly low. This is especially
true of men with careers of 18 years or more of military
medical experience.
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Table 8. Distribution of Inservice and Out-of-Service Respon-
dents, by Career Status, Military Service and Transference,

1968-69

(in percent)

Career status and
military service Total

Transference

Transfereeil INontransfereebi

Inservice

100.0
100.0
100.0
100.0

60.0
57.8
60.9
61.0

40.0
42.2
39.1
39.0

/All careerists-c
Army
Javy
Air Force

All noncareer-
istsc/ 100.0 51.9 48.1
Army 100.0 50.5 49.5Navy 100.0 59.0 41.0
Air Force 100.0 53.0 47.0

Out-of-service

All careerists-c./ 100.0 40.4 59.6Army 100.0 42.2 57.8
Navy 100.0 43.8 56.2
Air Force 100.0 36.0 64.0

All noncareer-
istsc, 100.0 22.9 77.1
Army 100.0 22.0 78.0
Navy. 100.0 22.6 77.4
Air Force 100.0 28.0 72.0

a/ Transferees are out-of-service men working, or inservice
men planning to work, part time or full time in the medical/
health field. This category also includes men who are study-
ing or planning to study full time in the medical/health field.
!?/ Nontransferees are those working or planning to work in
jobs outside the medical/health field. Full-time students or

- those planning to study full time in subject areas other than
medical/health are nontransferees.
c/ Weighted by numter separated by the respective service,
and by number of respondents in each sample subgroup. See ap-
pendix VI.
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The frequency of transfer observed was distinctly
lower than the frequency with which men about to be separat-
ed planned to engage in civilian medical/health activities.
Given their perceptions of opportunWes, prerequisites,
work, and working conditions in civilian medical/health em-
ployment, three-fifths of the careerists and just over half
of the noncareerists responded that they planned to enter
the civilian medical/health field after being separated from
the service. The difference between the frequency of those
who planned to transfer and those who did, when projected
onto the estimated numbers of annual separations (in the
neighborhood of 30,000), implies that something like 8,500
men who are experienced in medical/health work and look for-
ward to pursuing it in civilian life are somehow lost between
the intent and the fact. This is a serious loss, consider-
ing the shortages in civilian health occupations. On the
basis of our sampled population, we can infer that perhaps
600 of these would be men who had served 6 years or more
(most of them more) and who, with a minimum of training,
would presumably be able to qualify to perform fairly high-
level subprofessional work. Something under 8,000 men would
have served single terms of 2, 3, or 4 years, and could
qualify for lower level work- cum - training for careers in the
medical/health field.

Differences among the services in recruitment, train-
ing and deployment of medical personnel notwithstanding, no
significant interservice differences in the frequency of
transfer or plans to transfer to the civilian medical/health
field were observed.

Inferences drawn from differing responses of out-of-
service and inservice personnel must take account of the
fact that they are not drawn from the same or even exactly
comparable populations. The out-of-service men were separat-
ed from the services ii. 1965-66; the inservice men were
scheduled for release in 1968 or 1969. Changes in the rates
and modes of recruitment and release to which they were sub-
ject are reflected in differences in the characteristics of
the two cohorts, especially among the noncareerists. The
inservice men were about 4 years younger than the out-of-
service men, with median ages of 40 for careerists and 22
for noncareerists, compared to out-of-service medians of 44
and 26. The inservice men were also better educated: 37
percent of careerists and 61 percent of noncareerists were
educated beyond the high school level, compared to 29 per-
cent and 45 percent in the out-of-service group. Among the
careerists, 61 percent of the inservice men recorded pri-
mary military assignments in direct patient care, compared
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to 54 percent for out-of-service men; among noncareer men,
the difference was 69 percent compared to 82 percent.

r .ly was the "supply" of men leaving the service
somewhat different between the 1965-66 and 1968-69 periods,
but demand in the civilian medical/health field also hadchanged. The shortage had become, if not more acute, more
clamorous, and in some instances hiring requirements were
modified in ways that might make it easier for newly dis-
charged veterans to qualify. Where men in service could not
be induced to reenlist, transfer to civilian medical/health
work was encouraged and facilitated. Other things being
equal, the rate of transfer among men separated in the late
1960s and early 1970s could be expected to be higher than it
was among the men separated in the mid-1960s, but we have
no data on the out-of-service experience of these men.

In view of the limitations on comparability of inser-
vice and out-of-service men, we have estimated the "loss" of
potential transfers alternatively by comparing the observed
transfer rate of out-of-service men with the attitudes and
experiences of these men since their separation. More than
80 percent of the career men separated in 1965-66 had con-
sidered entering the medical/health field, and more than SO
percent actually worked in the field at some time after
being separated. We may surmise that, given the demand in
those years, the proportion who considered transfer is a
measure of the maximum number that would be available under
conditions in which they could use their capabilities fully
and be compensated competitively with other employments.
This suggests that the maximum transfer rate would be of
the order of 80 percent of careerists, or the equivalent
of perhaps 1,500 men annually in the early 1970s. This is
about twice the rate of actual transfers, and implies a loss
of about 800. By the same reckoning, a maximum transfer
rate.of just over two-thirds of the noncareerists, applied
to the expected separations in the next several years, would
yield about 19,000 transfers a year of men with basic mili-
tary medical training and one term of military medical ser-
vice. This is about three times the rate of observed non-
careerist transfers, implying a "loss" of about 13,000.

Both the planned and observed rates of transfer were
distinctly lower among men whose primary military medical/
dental assignments had been in direct patient care than
among those whose military assignments had been predominant-
ly in indirect care, that is, technical work in laboratories
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or supportive services. About two-thirds of inservice men
primarily experienced in indirect care planned to enter the
ci,ilian medical/health field, compared to about a half of
those whose primary assignments were in direct patient care.
Among out-of-service personnel, the differences were even
greater: the transfer rate was about 45 percent for out-of-
service careerists and noncareerists experienced primarily
in indirect care, but about 33 percent among careerists and
less than 20 percent of noncareerists experienced primarily
in direct care. The noncareerist-direct care classification
was by far the largest cohort in the military medical/dental
population, and the low rate of transfer among them is re-
flected in the low rate among noncareerists generally. We
may surmise that the kinds of civilian jobs in direct patient
care available to men with comparatively brief medical ex-
perience are often not attractive to well-educated young men
in a labor market which offers many alternatives. The care-
erists, on the other hand, are not only more experienced and
better equipped for a wider choice of civilian medical occu-
pations, but being older and less well educated, may have
fewer options in other fields.

Comparison of the occupational choices of inservice
men who planned to transfer to civilian medical/health work
with the occupations reported by out-of-service men who did
reveals a good deal of realistic planning (see table 9).
Among the inservice careerists planning to transfer, a third
looked forward to working in paramedical occupations (e.g.,
as technicians, laboratory assistants, and other occupations
in indirect patient care), and nearly half of the out-of-
service men who transferred were found to be working in such
occupations. Fewer than a fifth planned to work in nursing
occupations, and fewer than a fifth did so. About a fifth'
planned to work in administrative jobs; about a tenth did so.
Among the noncareerists, paramedical occupations other than
nursing were the choice of about three-fifths of both inser-
vice men planning to transfer and the out-of-service men who
were working or studying in medical/health fields. Very few
either planned to enter nursing or did so. A few inservice
personnel planned to pursue professional careers as physicians
or dentists, and a few out-of-service personnel reported that
they were doing so.

Almost all (80 to 95 percent) of men who transferred
(or planned to transfer) to civilian medical/health work
believed that there were civilian jobs similar to those in
which they had worked. Two-thirds or more of the men who
pursued other employment also recognized these similarities,
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but the transfer rates for all classes were higher amongthose who recognized the similarities than among those whodid not (see table 10).

The perception of similarities extended over a widerange of civilian facilities (hospitals, pharmacies, nursinghomes, laboratories, doctors' and dentists' offices, etc.),influenced, of course, by the specialization of the men them-selves. But overwhelmingly, the most frequently recognizedsimilarities were those between the military hospital andclinic and their civilian counterparts. There also are areaswhere the civilian paramedical manpower shortages are most
felt, and where most veterans of services' medical depart-
ments would be expected to flow. As we shall see, the care-erists who transfer do in fact most often work in hospitals,but the noncareerists, who have more difficulty meeting theformal qualifications, more often end up working in privatefacilities.

Thus both careerists and noncareerists contemplatingcivilian medical/health work tended to think primarily ofhospitals as places of employment. This was less true ofNavy than of Army and Air Force men, but even among Navy menhalf of those in the service and planning to enter civilian
medical/health work expected to work in hospitals or clinics.Among Army and Air Fo:ce men in service, the proportionranged from two-thirds to three-quarters. No other prospec-
tive places of employment entered into the plans of more than
a tenth of the inservice men.

Table 11 is included to suggest the range of possible
employment, even though the small numbers do not permit de-tailed comparisons of plans of men in the service with theexperience of men after 2 or 3 years in the labor market.
Nevertheless, several conclusions seem possible. The Armyand Air Force careerists did find employment predominantlyin hospitals, to an extent even greater than they contem-
plated, reflecting their long training and rich experience,and the voracious manpower demands of hospitals. (This wasalso true of out-of-service noncareerists from the Air Force,but not from the Army.) Navy men out of the service, bothcareerists and noncareerists, were found scattered morewidely through a variety of jobs, with almost as many inprivate laboratories as in hospitals and clinics. Whetherthis represents a difference between the Navy and the otherservices in the quality or variety of experience, employers'preferences or recruitatent efforts, or special placementefforts, we do not know; hence, we can infer nothing aboutits possible application to the other services.
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Characteristics of Transferees
and Nontransferees

The median age of the men who transferred did not dif-
fer meaningfully from the age of those who did not. The in-
service careerists were about 40; out-of-service careerists
were, of course, a few years older. The inservice noncareer-
ists were in their early 20$; out-of-service noncareerists
were in their late 20s.

Table 12. Median Age of MiAtary Medical Personnel

Respondents

Careerists Noncareerists

Inservice

Transferees...

Nontransferees.

Out-of-
service

Inservice

40.8 43.7

39.2 43.9

Out-of-
service

22.2 27.8

21.1 26.8

Neither were there significant differences with
respect to expected labor market behavior between transfer-
ees and nontransferees on the basis of numbers of dependents.
The (younger) noncareerists had almost none. The careerists
had two or three -- the inservice men more than those out of
the service.

Table 13. Median Number of Dependents of Separated
Military Medical Personnel

Respondents

Inservice Out-of-service

Army Navy
Air
Force

Army Navy Air
Force

Careerists
Transferees.... 3.2 2.9 2.8 2.2 2.7 2.7
Nontransferees. 3.0 3.3 2.5 2.2 2.6 2.6

Noncareerists
Transferees.... a/ a/ a/ 0.5 0.2 0.6
Nontransferees. i/ i/ a/ 0.2 0.4 0.5

a/ More than 50 percent with no dependents.



66.

With regard to the years of education completed at the
time of separation, the proportion of those college-trained
was somewhat higher among out-of-service careerists who had
transferred, and among inservice careerists who planned totransfer to medical/health occupations, than among those whodid not (table 14). Among noncareerists, the differences
were much more marked. Of men still in the service, morethan half were college-trained (with 13 to 16 years of educa-
tion), and a sixth of those who planned to transfer to
medical/health fields had post-graduate training. Of those
out of the service, nearly 60 percent of those who had
transferred were college-trained and 7 percent had post-
graduate training, compared to 39 percent college-trained
and none with postgraduate training among those who had
entered other fields. The high transferee levels of educa-
tion mainly. reflected the characteristics of the Army non-
careerists conscripted after student deferments, especially
after the mid-1960s, who by selection or choice entered
medical occupational specialties. These represent an
unusually rich source of civilian medical/health personnel
if they can be induced to enter the field and if they can
be provided opportunities for training, employment, and ad-
vancement commensurate with their education.

A majority of men wishing to pursue civilian medical/
health occupations indicated a willingness to move to another
geographical area if necessary to find employment in this
field. This was true of careerists and noncareerist, those
in service and those already separated, in all three ser-
vices -- except for Army out-of-service careerists. In al-
most every category, the transferees indicated a greater de-
gree of mobility, by a substantial margin, than those who
planned to follow careers in fields other than medicine or
health. Among inservice noncareerists, upwards of 66 percent
of those planning to enter medical/health employment said
they were willing to move in search of it. For the other
groups of prospective or actual transferees, the average was
nearly 60 percent. The willingness to move among those who
planned or entered employment in other fields averaged about
30 percent (see table 15).

Noncareerists, especially those from the Army, tended
toward return to their preservice communities for employment.
The tendency was less marked among those who transferred
to medical/health work or planned to -- another indication
of their mobility in pursuit of their chosen field. On the
other hand, careerists, because of their greater length of
service, were very much less attached to their preservice
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Table 15. Willingness of Military Medical Personnel to Move
to Get a Job

(in percent)

Respondents Inservice I Out-of-service

Careerists 47.8 40.2
Transferees 58.3 57.9
Nontransferees 31.5 28.1

Noncareerists 63.8 39.5
Transferees 73.6 58.2
Nontransferees 53.1 34.0

communities, either in prospect or in fact. Not much more
than a third of them expressed such an attachment, indicat-
ing a very high degree of mobility. The differences between
careerists and noncareerists are also consistent with their
common declared preferences for locations in metropolitan
areas, since men in service 18 years or more are less likely
than one-termers to have metropolitan origins.

Table 16. Preferences of Military Medical Personnel for
Preservice Location

(in percent)

Respondents Inservice Out-of-service

Careerists 28.3 35.5
Transferees 31.0 33.4
Nontransferees 24.1 36.9

Noncareerists 67.7 67.7
Transferees 63.4 54.1
Nontransferees 72.4 71.7

As it happens, all classes expressed a strong prefer-
ence for civilian job locations in metropolitan areas. The
preferences ranged from 60 to 78 percent: the rate was higher
for men who had entered or planned to enter civilian medical/
health work than those in other fields, and generally higher
among men out of the service than among men in the service.
Interservice differences were not consistent, except that
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the preference for metropolitan location seemed somewhat
less pronounced among Air Force respondents.

Table 17. Preference of Military Medical Personnel for
Metropolitan Job Locations

(in percent)

Respondents Inservice Out-of-service

Careerists 65.6 70.9
Transferees 69.0 77.1
Nontransferees 60.2 66.8

Noncareerists 73.5 70.4
Transferees 72.7 78.2
Nontransferees 74.3 68.1

In their regional choices of location, the careerists
demonstrated the well-known preference of retired service-
men for the Sollth, with more than 40 percent -- both inller-
vice and out-of-service -- indicating that they preferred
to locate there. For the Army and Navy men this meant main-
ly the South Atlantic region (which includes Florida), but
a sizable proportion of career Air Force men preferred the
West South Central region (which includes Texas). The dif-
ferences between careerists pursuing medical/health employ-
ment and those in other fields were not very marked, except
that among the men already out of service the transferees
showed a greater preference for the South, and the nontrans-
ferees a greater preference for the North (see table 18).

Among noncareerists, the regional choices represented
more nearly the pattern of population (and presumably,
origins), with about half preferring locations in the North
and 20 to 25 percent, locations in the South.

The West was the choice of about 20 percent of the
men (the rate was somewhat higher for the Navy) -- the care-
erists because of its attraction for retirement, the non-
careerists because so many come from there and because of
the West's growing opportunities.



Table 18. Regional Preferences in Job Location of
Separated Military Medical Personnel

(in percent)

Respondents
Inservice

Na/ 1 stl I wsi
Out-of-service

NV 1 S12/ I WY

Careerists
2 Transferees
Nontransferees

Noncareerists
Transferees
Nontransferees

25.4 42.4 21.0
26.2 41.1 20.2
24.0 44.4 22.2

50.6 23.7 18.3
46.7 25.9 18.3
54.8 21.2 18.4

32.3 42.5 22.8
27.6 51.6 20.8
35.4 36.4 24.1

51.7 22.1 20.5
49.3 18.1 24.5
52.5 23.3 19.4

a/ New England, Middle Atlantic, East North Central, West
North Central.
b/ South Atl=antic, East South Central, West South Central.c/ Mountain, Pacific.

Medicalt
The gap between potential and actual conversion of

military medical personnel to civilian medical/health activi-
ties is reflected in the difference between the frequency
with which conversion was considered by men about to leave
the service, and the frequency with which it was pursued
(see table 19). Among careerists in the sample, five out
of six reported that they had considered the possibility of
the transfer; about three out of five of those still in the
service planned to transfer; about two out of five of those
two or three years out of the service had actually done so.
It is not surprising that so large a proportion of career
men should have considered the possibility, since their
careers had centered on this kind of work for 18 years or
more, and it represented their principal (perhaps sole) area
of vocational competence. What, then, explains the drop-off
of about half between transfer in contemplation and transfer
in fact?

As seen through the eyes of the men themselves, the
principal barriers to their transference derive from diffi-
culties in meeting the formal standards of hiring in civilian



Table 19. Difference Between Proportion of Military
Medical Personnel Who Considered Medical/Health

Work and Who Did or Plan to Transfer

(in percent)

Respondents

Careerists: .

Considered
Transfer

Noncareerists:
Considered
Transfer.

71.

Inservice Out-of-service

86.9
60.0

81.6
51.9

82.7
40.4

68.9
22.9

medical/health employment (see table 20). Although these
are men with extensive training and 18 years or more of
experience, and who were measuring themselves against re-
quirements for subprofessional occupations, many of those
both still in the service and several years out saw them-
selves unable to meet the educational requirements and other
formal requirements of employment suitable to their age,
experience, and capabilities. The next most important bar-
rier was what they considered low pay. To the inservice
careerists who planned to transfer, the hiring standards
seemed more formidable; but the out-of-service careerists,
after testing the labor market, complained more about the
low pay. Of course, both kinds of barriers were cited much
more frequently by men who did not transfer, and had no plans
to transfer, than by those who did. Many other obstacles to
transference that might be hypothesized (e.g., working con-
ditions, difficulties in locating jobs, the predominance of
women in nursing occupations) appear to have been perceived
as relatively minor problems by these careerists.

The attitudes and perceptions of the noncareerists
are quite different. Among noncareerists in service, as
many as four in five men considered the prospect of a
civilian job in the medical/health field, but only one in
two continued to plan to enter the field as they neared
military separation. Somewhat fewer noncareerists who had
been out of service several years -- seven out of ten --
reported considering medical/health work, but the number
who actually were working in the health service industry
dropped to less than one in four. Why did so many
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noncareerists reconsider and alter their plans concerning
civilian medical/health work?

With their limited experience, they (correctly) see
hiring standards as a major barrier, affecting half of them
or more. It is not surprising that, on the average, fewer
noncareerists than their careerist counterparts considered
pursuing civilian medical/health work or planned to enter it,
and only about half as many, proportionately, did. The
problems cited by those out of the service who entered the
field validated the perceptions of inservice men with respect
to the effects of hiring standards, which seem to be quite
as formidable in fact as in prospect. In spite of their
higher educational attainments, they saw the education re-
quirements for medical/health work (and the costs of overcom-
lng them) as an even greater barrier than did the career
men -- perhaps oecause they had less experience to offer as
an offset -- and of cour3e, felt more keenly the limitations
of their military medical experience. On the other hand,
being younger and having fewer dependents, they were some-
what less discouraged by the pay levels. (Note, however,
that the out-of-service noncareerists who had not transfer-
red, and who presumably were employed in fields other than
medical/health, cited low pay as a reason for not entering
medical/health work more than twice as often as those in the
service or out of the service working in medical/health em-
ployment.)

Only a small minority of the men in any class cited
the lack of knowledge of where medical/health jobs were
available as a barrier, but the frequency was three or more
times as high among men in the service as among men who
were already out.

Once having decided that the obstacles to transfer
could be overcome, ;he men who transferred or planned to
transfer were more committed to their choices than men who
chose other fields of employment (see table 21). Among the
men in the service planning to transfer to medical/health
work, about 90 percent planned medical/health careers;
ncntransferee commitment to other careers wes of the order
of 15 to 80 percent. (In addition, an appreciable propor-
tion of men planning to work or working in other fields
indicated that they had decided on medical/health careers.)
Among the out-of-service transferees, the frequency of
commitment was equally high, and the differences between
transferees and those in other fields equally marked.
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similar attachments are shown in the work history of
out-of-service medical military men. Two-thirds of the
careerists who were engaged in the medical/health field at
the time of the interview (2 to 3 years after separation)
had held no other job, and an additional 14 percent had held
other medical/health jobs; only 20 percent had worked in other
fields. On the other hand, only 10 percent of the men who
were not in the medical/health field at the time of interview
had worked in medical/health employment and then left it. Of
noncareerist transferees, nearly half had held no other jobs
and two-thirds had worked only in medical/health employment.
Only 8 percent of noncareerist nontransferees had previously
tried medical/health work and switched to something else.

Table 22. Types of Civilian Jobs' Held by Out-of-Service
Medical Military Personnel Since Their Separation

(in percent)

1.1M.D.

Respondents Total (Transferees NontransfereesS/

Careerists 100.0 100.0 100.0
Had other jobs 42.4 33.9 48.2
Medical/health
field 12.0 14.2 10.5

Other fields 31.4 19.7 37.7
Had no other job. 57.6 66.1 51.8

Noncareerists 100.0 100.0 100.0
Had other jobs 55.5 53.4 56.1
Medical/health
field 11.1 21.5 8.0

Other field 44.3 31.8 48.0
Had no other job. 44.5 46.6 43.9

a/ Other than current job.
b/ Transferees were employed in medical/health job at time
of interview.
c/ Nontransferees were employed in other than medical/
Wealth job at time of interview.

Moreover, considering that they were only 2 or 3
years out of the service, the transferees changed jobs at
a lower rate than would have been expected of men newly
entered into the civilian labor force. More than three-
fourths of the careerists who were working at medical/health
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jobs at the time of the interview had held the same job for
more than a year. More surprising, the job duration was al-
most as high among the younger noncareerists, though men in
these circumstances would normally experience a good deal of
turnover.

Table 23. Length of Time Employed in Present Medical/
Health Job by Out-of-Service Medical Military Per,

sonnel

(in percent)

Respondents

Careerists:
All respondents....
Less than 6 months.
6 months to year.
More than I year...

Noncareerists:
All respondents....
Less than 6 months.
6 months to 1 year.
More than I year...

Total 'Army I Navy I Air Force

100.0 100.0 100.0 100.0
7.0 7.1 7.7 6.1
15.9 16.7 11.5 21.2
77.0 76.2 80.8 72.7

100.0 100.0 100.0 100.0
14.8 10.5 28.6 16.0
14.9 15.8 14.3 12.0
70.3 73.7 57.1 72.0

The Potential Supply

This is basically a study of the potential supply of
civilian medical/health personnel which might accrue from
the separation of trained paramedical specialists from the
Armed Forces, The men in our study are basically of two
kinds: careerists retired after upwards of 18 years of ser-
vice, and noncareerists separated after one term of service
[35). The careerists represent a sizable corps (1,500-
2,000 men a year) oS: highly trained and richly experienced
paramedical personnel, turning 40, with a career investment
in medical work including patient care, and often, capabil-
ity in some medical specialty or in medical administration.
The noncareerists are very much more numerous (nearly
30,000 a year), young (21 or 22 at time of separation), and
well educated, but have less medical training and experience,
and a wide choice of careers ahead of them.
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Careerists

GIVen the growing needs of the civilian medical/healthservices and the widespread shortages reported, there wouldbe a psima facie expectation that most of the careeristswould enter me work in capacities similar tothose in which they served in the military. The demand isstrong and widespread, and the careerists have, if anything,
superior capabilities derived from long training and exper-ience in medical service of high standards. They have anexpressed mobility, a willingness to acquire additional edu-cation and training, and an (almost unanimous) interest inmedical/health work. At the point of separation three-fifthsof them expressed their interest in plans to enter this work,but of those several years out of service, only two-fifthsactually did transfer. Moreover, the rates of transfer werelower among those whose primary military experience was indirect patient care (in which the civilian needs are acute)than among those experienced in technical or supporting ser-vices, and nearly half of those who transferred entered theseservices.

Js a potential supply of medical/health manpower, thecareerists who transferred did not differ very much from thosewho did not. They were a little better educated, rather morewilling to move in search of their chosen work, and on the
average rather more demanding in the earnings they would ac-cept. But there is nothing in the study to suggest that thecharacter or quality the supply was responsible for therelatively low rates of transfer. On the contrary, as the
men themselves perceived, the obstacles arise from the demand
side, mainly the formal education and training requirements,
the minimal credit for military training and experience givenby civilian authorities, and the relatively low pay.

Noncareerists

The case of the noncareer men is quite different. Onone hand, their medical capabilities are distinctly morelimited; on the other hand, they are on the threshold of
their careers and therefore vocationally more footloose.
These characteristics do not diminish their long-term value
as a potential supply of civilian medical/health manpower
but, rather, suggest the terms on which they might be avail-able. Their exceptionally high levels of education and
willingness to acquire additional schooling (especially
higher amonq those who tra...3ferred) should make them attrac-tive to the medical/health system. Their interest in trans-
ferring (expressed in their "consideration" of medical/health
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work) Is high at the point separation. The severe attri-
tion bet,:een considering and planning, and between planning
and tv.w.Tferring, derives not so much from their (realistic)
perception of formal 17equirements to be satisfied as from the
recognition that the system does not provide the transitional
mechanisms and the structured combinations of work, training,
study, and advancement that make a career. Here again, it
is not the interest, quality, or availability of the supply
that is the constraining factor, but the limited flexibility
of civilian medicalinealth demand in meeting the minimum con-
ditions to attract more of these young men if it wants them.

1
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IV. SLRVICE EXPERIENCE

Introduction

The men interviewed varied according to service branch,length of service, specific military occupation, type of dutytour, and other factors determined by their experience in themilitary. As already noted, the actual rate of transferencefor the out-of-service groups is lower than the planned rateof transference for those still in the service. This led toan examination of military paramedical duty in order to deter-mine the factors causing this discrepancy.

The Career Decision

Whether conscripted, enlisted, or induced to enlistby the threat of conscription, every man who enters the ser-vice has the option of either continuing in the militaryafter his initial obligation has been fulfilled, or returningto civilian life. The initial term of obligated servicevaries from 2 years for Army draftees, to 4 years for Navyand Air Force recruits. The serviceman may elect to "re-up"for another
.`.:err any time during this period. He also hasthe option to ",:xtend" his tour for a shorter period -- forexample, to meet the minimum obligated service requirementsfor a particular course. The military services, for reasonsof internal efficiency, offer inducements to the servicemenin order to get them to reenlist. Among these inducementsis the Variable Reenlistment Bonus, most often given tothose who hold skill classifications which are in shortsupply.

The noncareerists in the sample obviously felt thattne alternatives available in civilian life were preferableto the prospect of continuing in the military [361. The
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overwhelming majority said they had never considered the
military as a career, viewing their initial tour as merely
a break in civilian life (see table 1-5, appendix I). The
proportion of those either in or out of the service who con-
sidered a military career was highest in the Air Force (whichstresses career potential in its recruiting). Of Shose, re-gardless of service branch, who did consider a military
career, most decided against it more than 6 months prior totheir date of discharge [37]:

A surprisingly small percentage of the careerists had
decided upon a military career prior to their initial enlist-ment. Most entered the service uncertain about their career
plans, and reached their decision only after considerable
exposure to militar.: medicine (see table 1-6). This decision
is important because it involved a commitment not only to a
military career, but to a paramedical career. In both the
inservice and out-of-service groups, one out of three did
not make this career decision until after the initial obli-
gated tour was completed. The careerists in the survey have
thus opted for 18 years or more of paramedical duty after
initial training and work in the field.

The Primary :Iilitary Assi2sment

Each individual in the sample was questioned w-th re-qard to as many as three possible duty assignments: hi last
assignment (current. for the inservice samples), and the two
prior to that. For many of the noncareerists, only one or
two jobs had been held 08J. All the careerists had served
in three (or more) duty assignments.

In order to assesf:. the attitudes and experiences of
the servicemen accurately, it was necessary to develop a
procedure for analyzing the multitude of response-, wilich
would result from survey interviews. Military rotation pro-
cedures dictate that a man usually serves in various loca-
tions at home and abroad and, depending upon his occupational
specialty, in various types of units. Careerists, especially,
were likely to have a great deal of exposure to differer-t
systems of medical care delivery. This problem was especial-
ly acute among the Navy careerists, who faced constant ship-
to-shore rotation. It was therefore decided to concentrate
the analysis upon a "priroary" duty assignment for each indi-
vidual.
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ror the noncareerists, the last (or curre:it) duty
assignment was designated as the most important. For these
men with short military tours, the last job held was most
likely to emphasize the utilization, not the acquisition, of
paramedical skills. For the careerists, the assignment whichhad been held the lengeet was designated as the primary one
[39]. This maximized the individual's exposure to the par-
ticular skills and techniques employed on a job, while short-
er tours were most likely to be served outside a serviceman's
specialty. If two or more tours had the same duration, themost recent was designated as primary.

None of the careerists held primary assignments lessthan a year; the averlgo was approximately 4 years. The non-
careerists, witl: lesf,: total experience, show a shorter dura-
tion of duty on any particular assignment [40]. This is
true for the inservice as well as the out-of-service groups,with the Navy having the shortest and Air Force the longest
average duration of primary duty (see table 1-7).

As a result of the method used in choosing the pri-
mary assignment, this analysis centers on jobs held within
the United S'eates. Furthermore, when the distinction as to
type of assignment is made between (1) large medical units
(where divieion of labor under professional supervision pre-dominates); (2) smaller medical units (where medical care is
supplied individually or with little chance for specializa-
tion) ; (3) indirect units (which include laboratories, clini-
cal research); and (4) nonmedical units (which are primarily
administrative), we see that our observations tend to con-
centrate in the larger medical units (see table 1-B). This
concentration occurs because the majority of all military
personnel are assigned continental duty. Most of the tours
of duty outside the United States are of a relatively short
duration; this is especially true of "hardship" duty, such
as isolated tours (radar sites) or combat duty. (The. normal
Vietnam assignment is 12 months.)

Approximately half of those in the sample were assign-
ed to hospitals as their primary duty. There is scene inter-
eervice variation, with the Air Force having an above-average
number at hospitals and the Navy having less concentration,
but the pattern is clear. The implication of this is that
most paramedical veterans have their longest experience in
facilities which are essentially the same in the military
and civilian medical systems (see table 1-9).
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With respect to the specific occupational categories
of the veterans, it was necessary to construct a classifica-
tion system of 1() occupational groups which would accommodate
the different methods of classification employed by the'three
services HU. The distribution of the primary duty assign-
ments, which may deviate frosl the official ratings,
that some interservice variation does exist (see table 1-10).
For the out care-rists, the Army has relatively
more in the direct medical care category. The Air Force in-
service noncareerists are the most likely to be dental per-
sonnel [42J. Noncareerists in both the inservice and out-of-
service groups tended to be more involved in nursing care
than technical or laboratory skills. At the same time, many
more careerists than noncareerists fell into the supportive
and administrative category.

However, the interesting aspect of the occupational
eistribution, fLr purposes of this study, involved the dif-
ferences between those who transferred to civilian medical/
health jobs and those who did not. Because the 10-category
claesjfication spread the sample too thin for an adequate
analysis of this difference, some of the cells were collaps-
ed eo yield a four-part division of the sample:

. Direct (nursing and therapy) medical care

. Technical, laboratory and supportive medical care

. Direct dental care
Dental laboratory supportive services.

This grouping was based on the occupationas coos of
the primary military assignment for each individual, and is
shown in table 24. To explore the relationship between oc-
cupational skills and rate of transference, the oercentage
rates cf transference for each of the fcur occupat.ional
groups are shown in table 25.

We hypothesized that those with direct medical care
skills would encounter more barriers to transference than
those in the laboratory fields, and thus would have a lower
rate of transfereece. This is marginally true for the out-
of-service career,ests in medical care (3s percent vs. 43
percent), and significantly so for all other groups. Unfor-
tunately, small sample size precludes an definitt statement
con7:erniny the two dental grouts, tnoueih al,)arentl,/ the den-
tal laboratory specieets have a greater rate of transfer-
ence. The size of the dental groups necessitated a further
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collapsing of our four-way classification into two occupa-
tional groups: Direct care (parts 1 and 3), and technical/
laboratory support (parts 2 and 4).

This method of division was validated by breaking
down the problems the men cited as hindering transferenceand the changes in both civilian and military proceduresthey suggested to facilitate crossover. The two direct carecategories behaved much more alike than did those of other
possible (i.e., all dental) combinations. For this reason,
further analysis of service experience was conducted usingthe two-way classification, even though combining medical
and dental personnel within one occupational group is not
traditionally done.

Attitudes and Experiences of the
Military Paramedic

The fir3t question which we analyzed using our two-
way occupational breakdown was, "What did you like about
your (primary) assignment?" (see table I-11). 'Iwo responses
in particular -- "Skills needed/type of work" and "Interest-ing work" -- are predominant. First, as might be expected,
more transferees than nontransferees gave these responses.
:lore interestingly, those in the technical/laboratory oc(al-
pational group cited these more than all other groups. This
tendency was most pronounced among both inservice and out-
of-service careerist transferees, which may provide a clueto the difference in transference between the direct and
indirect care personnel. It is often noted that nursing
care jobs have little room for career advancement. Skills,
once acquired, are applied with little variation. In the
technical and laboratory fields this is apparently not so.
These military paramedics liked the challenge of applying
their skills even after 18 or more years in the field, and
were apparently willing to continue after discharge. Amongall the nontransferees the technical/laboratory men often
gave these two responses "type of work" and "interesting
work" though the difference over the direct care personnel
is not as great. Direct care personnel, especially trans-
ferees, often responded that they "Liked helping sick
people." And more noncareerists than careerists, particu-
larly the transferees, indicated that acquiring a skill andlearning a trade was, in their view, one of the Favorable
aspects of their military assignment.



86.

Although the analysis of the likes of pai:amedical

personnel show that it is the challenging technical nature
of certain jobs which relates to transference, little can be

inferred from their dislikes. Most often, the response was
"Nothing disliked" when asked what they disliked about their

duties. About two-thirds of the careerists had no unfavor-

able to make about their military assignment (see
table 1-12). The noncareerists were generally less satisfi-

ed with their assignments while one-third of this group were

uncritical. Slightly over a fourth of those both in the ser-

vice and out cited a dislike for the military aspects of

their job. About 10 percent of inservice noncareerists, and
18 percent of out-of-service noncareerists, also cited a

dislike of the working conditions (hours/shifts).

In general, those dislikes which were cited by both

careerists and noncareerists followed no discernible pattern.
Transferees disliked the same aspects as nontransferees, and

no pattern of differences emerge,I between those with direct

care skills and their technicaL/laboratory counterparts.

The respondents cited many more likes than dislikes

of their primary duties. Only 1 or 2 percent said they dis-

liked everything about their duties. Thus, the respondents
generally had no great distaste for paramedical work. In

fact, it appears that many more came to enjoy certain aspects

of this field because of their exposure to it in the military.

If this is so, then work experien.e as a military paramedic

should affect the veteran's plans for post-discharge careers.

The respondents were asked whether the military did

influence their plans, but the answers were somewhat ambigu-

ous (see table 26). There were no differences between com-

parable inservice and out-of-service groups, and only the

expected differences between careerists and noncareerists,

and transferees and nontransferees, with more careerists

and transferees saying the service influenced their plans.

The nontransferees' response that the military did influ-

ence their career plans implies a negative affect since they

did not choose to continue in the medical/..ealth field after

discharge.

Fcir those wno do transfer tt the civilian medical/

health field, the timing of the decision to do so is illu-

minating. Only 8 percent of the careerists had a commitment

to a medical/health career prior to enlistment. However,



Table 26. Respondents' Evaluation of the Influence ofMilitary Work Experience Upon Career Plans
After Dischargc

(in percent)

Respondents Total Yes No Don't
know

No
response

Careerists:

Inservice 100.0 58.0 34.4 7.2 0.4
Transferees 100.0 81.4 10.4 7.7 0.5Nontransferees 100.0 23.0 70.5 6.5 IMO IIIN

Out-of-service 100.0 56.4 42.2 0.4 2.0
Transferees 100.0 87.0 12.2 11 ISM 0.8Nontransferees 100.3 35.7 62.6 0.7 3.0

Noncareerists:

Inservice 100.0 37.5 46.3 7.1 9.1
Transferees 100.0 57.0 27.1 6.8 9.1Nontransferees 100.0 16.4 67.1 7.4 9.1

Out-of-service 100.0 33.0 66.3 0.7
Transferees
Nontransferees

100.0
100.0

73.5
21.0

26.5
78.6

PAP

1.0
MM.

ella1

87.
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half of tie inservice noncareerists, and almost a third of
the out-o':-service noncareerists, responded that they had
decided tixpri a health career before entering the military.
The rema:lader chose medical/health occupations only after
exposure to this field in the military.

Table 27. Timing of the Decision In Favor of a Medical/
Heaith Career

(in percent)

Timing
Inservice 0:it-of-service

Career-
ists

Non-
careerists

Career-
ists

Non-
careerists

All transferees

Before service
While in ser-
vice
After discharge

100.0 100.0

8.2 . 50.2

91.8 49.8
.1.41. OM.

100.0

7.1

66.8
26.1

100.0

32.4

29.2
35.4

The value of military paramdicl training is under-
lined by the experiences of thbse out-of-service personnel
who took medical/health jobs. These men were asked whether
their service experience alone qualified them for their jobs,
or whether they needed to go to school, have on-the-job train-
ing, or take other measures to become qualified:

Table 28. Respondents Qualified for Employment by
Service Experience

(in percent)

Respondents Direct care Technical/laboratory
0-------

Careerists 91.6 93.1

Noncareerists. 55.8 70.4

While indicating the benefits which the veteran re-
ceives from his paramedice4 training, these figures also
point up one of the problems involved in transferring
veterans to the civilian medical/health industry. The
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careerists in ths survey ;laic alrf:,ady co:uleted at least 18
years of serv:o.. Their avq'ravo acje is over 40. They have
family responsibilities. A second career after the mAlitary
must be baf.3ed on the aLilitir!s tt:ey have already acquired.
Over 90 percent of thosi,? who fos..Ad mecUcri)/health
were accepted "as is." t'n71. 10 ner':.!ent of those 'now employed
undertook a peri:)d of ox on- the -job training (usual-
ly at lower pay). What aboLt those who could not or would
not undertake such a peric It is of me-.) such as these that
the careerist liontransi2eree ,1:,:oup is comprised.

The noncat.eerits have less to offer an employer in
the civilian medical/health industry, but they are more dis-
posed to augment thel ;IbiilL1.e. Given the existing short-
age of nursing personnet. :t somewhat surprising that 45
percent of the direct rire r.oncareerists were in fact requir-
ed to undertake additioni:J ,:raining. Two-thirds of this
group rece.itsed formal e6ucati.D, while the temainder became
fully qualified after a pc!riod of on-the-job training. Mere
of the technical/laboratur person.N.21 were accepted "as is"
from the militaiy, a fact_ whic:. partiall explains the higher
rate of transtcreacc of whD sought a means
to qualify for employmht in the civilian medical/health
field tended to do so exclusivel through formal edu-
cation.

Dc:rzpire the diffnrci,ces in training and experience
tween the direct care and t.echnical/laboratory grour:,, they
both perceive ap,)rox.Imatoly the sar: r, problems in transferring
to civilian oiedical/he,tlth jobs [431. This is probably be-
cause they both perceive the same demand for their services,
regardless of military : specialty. The only significant dif-
ference was "r:af.: morQ dircct car,7 nopcareerists felt tht:y
were inadequotely trainc,Id than did tose with technical/
laboratory :-Tecialt.es. Thif. was espi:!cially o amcng the
nontransferees, who probably coupled this reaction with the
licensure ban on nursing careers.

Attitudes and k:::periences of the
Moonliahting Paramedical Veterans

Wnile on active duty, some of try:. men in the survey
held part -time jobs :in thc medical hearth field.
This "moonlighting" by a military paramedical worker is doub-
ly significant: Firt, it qiw,!s 3n eyposre to the civilian
medical/health manpowe marktA which would not otherwise oc-
cur until after discharge (if at all). The military personnel
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who moonlight in medical/health jobs have occasion to work
in civilian institutions, under civilian supervision, and
in compliance with all the technical and structural aspects
of the nonmilitary delivery of medical care. Second, moon-
lighting in such cases is actually a form of occupational
transference. In civilian work, the military men utilize
the training received and skills acquired from the military.
The civilian sector is the recipient of spillover from the
military's supply of medical manpower.

Moonligl,ting in civilian medical/health work was re-
po,. by almost 15 percent of the respondents. The relative
nurroer of moonlighters varies among groups. Approximately
20 percent of all Air Force respondents reported a part-time
medical/health job, while only 3 percent of the out -of- service
Army noncareerists had this experience.

Table 29. Proportion of Medical/Health Moonlighters in
Survey by Branch of Sarvice

Respondents

Careerists:
Inservice...
Out-of-service

Noncareerists:
Inservice
Out -of service

Weighted
Army 1 Navy Air Forcetotal

14.4
14.5

18.7

10.() 12.2 20.0
9.0 19.0 15.0

14.1 20.0 22.0
3.0 8.5 22.0

There are several explanations for this variance.
First, since the crisis in health manpower is growing, it
is to be expected that the inservice groups, reporting ex-
periences 3-4 years after the out-of-service respondents,
would face an increased demand for their skills. This is
reinforced in the noncareer groups by the fact that the in-
service respondents were older, with a presumably greater
need for supplemental income, and thus more likely to supply
their skills. Other factors influencing the rate of moon-
lighting include the commanding officer's attitude toward
such activity and, most important, the availability of such
part-time jobs at various duty stations.
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The small absolute number of observations (182) on
these medical/health mconlighters precludes any analysis by
branch of service. 'eowever, merging the samples for the
three services, while retaining the distinction between those
in the service end out- a the serviee aid between careerists
and noncareerists, eerwii:s examination eat the experiences of
those who did moonlight while in the military [44). This
four-way grouping shows the rates of moonlighting for each
group, as well as am,ng transferees and nuntransferees.

Table 30. ervportion of Mcd4eal/Health Moonlighters in
Survey, by Militazy Statls, Career Status and

Trans.rference

Respond:rats

Careerists:
Inservice'
Out-ofservice

Noncareerists:
Inservice
Out-of-service

Civil Lan Other
Total medical/health civilian

field fields

14.4 16.4 11.5
14.6 22.0 9.4

1

18.8 26.1 9.4
f 11.1 17.6 9.1

Moonlighting end postservice transference to the
civilian medical/health field are positively correlated. In
absolute terms, more moonlighters are transferees than non-
transferees for all categories except the out-of-service
noncareerists. Even in this group, howevee, the evidence
shows moonlighting and occupationnl transfezence to be posi-
tively related: only 9 percent of the noecareer out-of-
service men who were nontransferees :ld held part-time
civilian medical/i.ealth jobs while on active duty, but almost
18 percent of those who did transfer had held .such jobs. The
relationship between moonligliting and transference can also
be seen by comparin.' the rate r,f teansferenee for the sample
as a whole with the ra! ?s for those who did and did not moon-
light in the medial /health field.

Theist, whe moonlight at methoal/health jobs while in
the service ere nacre (-I-ten foente eo transfer than their
counterparts who either do not have part-time lobs or else
moonlight in some other (nonmedicdi) field. Aze those who
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Table 31. Respondents Who Transferred

(in percent)

Respondents
Inservice Cut-of-service

Career-
ists

Non-
careerists

Career-
ists

Non-
careerists

All respondentsa/

Medical/health
moonlighters

All others

60.0 51.9 40.4 22.9

68.2 77.2 61.7 38.2

58.6 49.0 37.3 22.4

a/ Weighted to adjust for differences in population and
sample size among the three military services.

moonlight better prepared because of that experience to com-
plete transference upon discharge, or are those who intend
to transfer more disposed to moonlight while in the service?

Some clues can be gained by analyzing the preservice
interests and experiences of the medical moonlighters. Ap-
pendix table 1-13 shows the career interests of the respon-
dents prior to their entry into active duty. For those
moonlighters still in the service -- both careerists and
noncareerists -- interest in a medical/health career prior
to their: entry into active duty was higher among those who
intend to transfer than among nontransferees. This pattern
is reversed for the out-of-service groups, but here a compar-
ison of the moonlighters with the sample as a whole shows
moonlighters with a much greater interest in medical/health
careers than the average respondent (21.3 percent vs. 12.3
percent for careerists, 35.3 percent vs. 19.4 percent for
noncareeriss_s). Thus it is suspected that it is those who
wish to continue in the medical/health field who moonlight,
rather than there being a "moonlighting- causes - transfer"
relationship.

This opinion is strengthened by an analysis of pre-
service employment (s.--e table 1-14). Whether or not the
respondent had been employed prior to military service -- and,
if so, whether that employment was in the civilian medical/
health field -- is germane. The tendency is for more of the
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transferees thee nontransfee-eee -) have had prior medical
experience, again itleicatena a career commitment to the
medical/healt11 field, be it milaory or civilian. Also,
when the daea concerning preservice emp3oyment and postser-
vice activity amorg moonlighters eee compared to those fox
the entire sample, :t i r.ound -ha is in every group the moon-
lighters had greater prior civilian experience in the fie] l
than the average military paremedec.

However concludinci that it is career interest which
leads to moonlighting does not diminish interest in these
individuals Many more comeleted cransfer after the service
than had a prior ineereet ie a medical/health career. Con-
versely, several elth -t)rior eeyerience and/or interest, or
who transfereed via moonl!glitinq while in the service, did
not (or do not elan to) follow e civilian medical/health
career.

An eeamleation of ;_he ettitudes and experiences of
medical moonlighters shee'e some light on these questions.

There are no markee: differences between the type of
installation at which the moonlighters eeee stationed dur-
ing their primary milltere) aesignment and the sample as a
whole (see table 1-15), The majority of moonlighters served
their longest 'for noncareerists, most recent) tour of duty
in a military hospitaL This type of assignment in a large
medical faciliti allows the same division of labor and
specialization cf function in the military as is common in
most civilian health care facilities. Few (from 3 to 10
percent, depending upon the group) served their primary tour
of duty aboard ship or with a medicel company, the military
facilities least akin to civilian facilities. The advan-
tages of being stationed at o military hospital include the
probability that the facility will be located in urban
America. An urban location is likely to offer the service-
man better opportunities foe part-time work in general, and
more particularly, access to civilian health care facilities.
No matter how desirous the serviceman is of part time employ-
ment, he must first. find a facility which will offer him
employment opportunities..

Most of those who did find a moonlighting job were
employed LD boneieols (see tab) c I-I6)- This is a reflec-
tion of the concentration of civilian allied health person-
nel in 'horTitals generally, and also of the location of the



94.

servicemen. The type of facility at which these men were em-
ployed does not differ significantly between transferees and
nontransferees. There is some indication, though the small
samples preclude any conclusion, that those with part-time
employment in laboratories are more likely to transfer.

The correlation between technical/laboratory skills
and transference has previously been discussed. For the en-
tire sample, it was observed that relatively fewer transfer-
ees had direct care military specialties. When the distri-
bution of the primary medical duties of the moonlighters are
examined, two trends emerge. First, fewer moonlighters have
direct care specialties while on active duty than the total
sample. Second, the transferee moonlighters have a markedly
lower proportion of direct care personnel than do nontrans-
feree moonlighters.

Table 32. Proportion of Respondents with Direct Care
Specialties

Respondents
All M/H
respon- moon-
dents lighters

.411.,1,11114,041

Careerists
Inservice 60.9
Out-of-service 53.5

Noncareerists
Inservice 68.7
Out-of-service 81.8

Trans. Nontrans.
moon- moon-
lighters lighters

52.2 43.3 71.4
46.9 37.9 61.1.

54.3 52.2 61.5
50.0 30.8 61.9

This evidence indicates that not only are those vet-
erans with technical/laboratory skills more easily assimilat-
ed into the civilian medical/health field upon discharge,
but also that men with these skills are more likely to find
moonlighting opportunities while in the service. The sample
of moonlighters is rather small for any complete examination
of this conclusion. However, the conclusion is supported by
the moonlighters' descriptions of their part-time job duties.
Those who transferred were less likely to have direct pa-
tient care experience in part-time jobs than those who did
not transfer upon discharge (see table 33).
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Table 33. Part-Time Job Duties of Medical/Health
Moonlighters

(in percent)

Duties I Total Medical/health Other civilian
field fields

Inservice personnel:

Careerists 100.0 100.0 100.0

Direct patient care 54.6 43.3 78.6
Other duties 45.4 56.7 21.4

Noncarecrists 100.0 100.0 100.0

Direct patient care 57.8 50.0 84.6
Other duties ..... 40.4 47.7 15.4
No response 1.8 2.3

Out-of-service personnel:

Careerists

Direct patient care
Other duties

Noncareerista

Direct patient care
Other duties
No response

100.0

44.7
55.3

100.0

64.7
35.3

IMMO all*

100.0

34.5
65.5

100.0

61.5
38.5

100.0

61.1
38.9

100.0

66.7
33.3

11111 4111M
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Usually, when a man elects to undertake an extra job,
it is to !earn mote income. When the men were asked what
they liked about their moonlighting job it is not surprising
that the most common response was "the pay." However, the
earlier observation that moonlighters appeared to have an
interest in the medical field is supported by their comments
about favorable aspects of their moonlighting jobs. Answers
such as "skills used," "helping sick people," or "interesting
work" were given by an appreciable number of men in all cate-
gories, including the nontransferees. In fact, when the
question was asked, "What did you dislike about your duties?",
from 50 to 70 percent of each group replied that there was
nothing they disliked about their part time job. The only
dislikes consistently cited were the hours or shifts (working
conditions) required, an obvious reflection of the nature of
most moonlighting jobs.

To determine the extent of occupational transference
which occurred as a direct result of moonlighting, the res-
pondents were asked whether their part-time job was similar
to what they had in the service at that time.

Table 34. Proportion of Medical/Health Moonlighters
Perceiving Part-Time Job as Similar to Military

Job

Respondents
401110.1=1011111101MIIMMIIMIIIIMIMINK

Careerists

Noncareerists

Inservice Out-of-service

47.7 66.0

66.7 79.4

It would appear that the noncareerists generally prac-
ticed their military specialties in the civilian sector when
they moonlighted. The careerists, with considerably more
expertise and breadth of medical experience, were probably
better able to obtain jobs in the civilian health field
which were not in their specialty.

When asked the differences between their military and
part-time civilian jobs (45], the only one the respondents
cited consistently was the type of work, or skills used.
Several noncareerists also felt that a difference existed
in the extent of responsibility they were given or the de-
gree of supervision under which they worked.
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It appears that those men who moonlight are primarily
those who feel that a congruence es:.sts between the military
and civilian delivery of medical cai :e. Feeling this, they
take the opportunj.ty to use the training which they have re-
ceived from the military to tarn extra income by moonlight-
ing while on active duty. That the civilian health sector,
currently facing a manpower shortage of critical dimensions,
does not more fully utilize these men upon their release can
only be viewed as a loss for all concerned.

Suggested Changes in the Militarx

If the utilization of paramedical veterans in the
civilian economy is to he iscreased, changes can be made
either in the institutions which demand these veterans' ser-
vices, or in the system which produces them. With regard to
the :atter, each respondent was asked what changes he thought
could he made in the military medical/health field so that
more veterans would choose this field after discharge. The
responses to thiE question (shown in table 1-17) reflect not
only the veterans' evaluations of their military experience,
but how well the military meets civilian standards.

Over 20 percent of the careerists, and twice as many
noncareorists, felt the military should provide more and/or
better training. judging from the respondents' comments, the
frequency of this response does not indicate that the men
felt themselves ill equipped to perform their jobs, but ill
prepared to face civilian hiring standards.

To the careerists, mortr and better training often
meant training which would confer a degree or certificate.
This response, coupled with the response categories of up-
grading the military status and informing civilians of
veterans' capabilities, centered upon the inability of the
career veteran to present his qualifications to employers.
One Army veteran, frustrated by his delay in getting Federal
employment after discharge, commented: "When a person ap-
plies for retirement, give them their qualification and
status report. He'd just take the status report to Civil
Service and they'd know his qualifications." An Air Force
careerist, about to be released commented: "The military
should have a way of certifying the men." One often-made
comment ,on training was that the military failed to offer
the possibility of enlisted men becoming RNs. The thought
here was not that the careerist could qualify as an RN upon
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discharge, but rather that he should be able to become an
RN while on active duty.

Noncareerists, while also wishing for a certificate
or degree after their training, tended more to emphasize the
content of their courses, although there were conflicting
points of view. Some men, particularly in the Army, suggest-
ed that broader exposure, rather than strict specialization,
would be beneficial. More prevalent was the comment that
the military could do most by offering the noncareerists
advanced specialist training. A noncareer Army veteran's
comment is indicative: "Give specialized training in X-ray
and lab -- that's where the jobs are."

The need to coordinate military and civilian practices
was cited by one out of five careerists, whether in the ser-
vice or out. In this respect, a plan such as Project Transi-
tion was given high praise. Inservice noncareerists also
felt the need for a method to enable adaptation to different
techniques and arrangements in the civilian medical/health
industry.

That servicemen need to be informed of civilian jobs
was mentioned by 10 percent of those out of the service and
20 percent of those about to be released. These inservice
personnel, especially the careerists, professed ignorance of
the civ!lian labor market for paramedical workers. The cur-
rent su,,re of the art was aptly evaluated by a career Army
veteran: They just hand you your papers and say goodbye."
Interestingly, more of those with technical/laboratory pri-
mary skills than those with direct patient care skills cited
being informed of civilian jobs as a method of increasing
transference. The technical/laboratory men felt that there

were jobs in the civilian economy for which they were quali-
fied; all they needed to know is where they were.

Summary

This chapter has analyzed the experiences of both
careerist and noncareerist veterans. The careerists de-
cided upon the military paramedical field some time after
they entered the service. Few of the noncareerists had ever
considered a military career, and most of those decided
against such a career more than 6 months before their first

tour had ended.
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All of the careerists, and some of the noncareerists,served in a variety of installations. Despite the chance
for duty in small (or combat) medical units, the military
paramedic was likely to have his greatest amount of exper-
ience in a military hospital in the United States. This
means that the paramedical veteran has been exposed to a
system organized and equipped for the delivery of medical
care which is much the same as the civilian sector's.

For purposes of analysis, the various military medicaloccupational categories were collapsed into two groups: Thefirst contained those men whose occupations centered around
the direct care of patients; the second emphasized technical,
laboratory, and other supportive skills. It was shown that
this second category had a much higher rate of transference
to the civilian economy than did the direct care group. This
higher rate of transfer may reflect a liking for the chal-
lenge presented by these jobs, in addition to greater civil-
ian acceptance and demand for these skills.

Military paramedical personnel were generally content-ed with their service experience. Few reported any dislikes,
and these few concerned the military, rather than medical,
aspects of their position. Not surprisingly, this military
medical experience was a major influence on the career plans
of the veteran, and in the case of most of the careerists
who accepted civilian medical/health employment, provided all
of the necessary qualifications for employment.

Many noncareerists needed schooling or training before
taking civilian medical/health employment. This is partly
due to the fact that their duties in civilian jobs, which
were largely in the indirect care area, did not correspond
exactly to their military occupations.

In addition to the training and experience received
from the military, 15 percent of the sample had part-time
experience in civilian medical/health jobs while on active
duty. These men tended to have greater preservice interest
and experience than the average paramedic. Most moonlighters
did not work in direct patient care, and this exposure to
the technical/laboratory areas of medicine worked to rein-
force a higher rate of transference.

The problems encountered in finding civilian employ-
ment did not appear to vary by military occupation. The
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respondents cited several changes in the military which would
alleviate these problems, with most of the suggested changes
centering around either the quality or quantity of training
received or on the need for better inftirmation systems.
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V. FACTORS AFFECTING TRANSFERENCE

Introduction

Most military paramedical occupations bear titles or
job descriptions similar to those of civilian allied medical/
health occupations (see table II-6, appendix II). It is pos-
sible to group both civilian and military paramedical occu-
pations into broad categories within medical and dental care.
For example, medical and allied health occupations may be
grouped into surgical /medical, neuropsychiatry, therapy,
technical, and laboratory classifications. Dental paramedi-
cal occupations may be divided between those that provide
direct patient care and those that supply indirect patient
care. There are a few military paramedical occupations for
which there are no civilian equivalents (e.g., submarine
medicine technician), but such positions are unusual, and
very few men are trained for them. Even in these unique
instances, much of the training and skill acquired is rele-
vant to civilian medical/health care. While terms like "aero-
medical evacuation teams" or "Special Forces" are used only
in the military, comparable job functions are performed by
emergency and ambulance personnel in civilian situations.

The military medical system does differ from civilian
medical organizations in size, functioning units, and type of
patient care required, especially in a war zone. The central-
ized planning and control by military medical departments re-
sult in more uniform standards, procedures, and services than
are found in civilian medical institutions. While organiza-
tional structure differs, the functions of medically trained
enlisted personnel and civilian allied medical/health workers
are alike.

One significant difference between the two systems is
that the military use proportionately fewer professional per-
sonnel in relation to paramedical personnel on their medical
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staffs than do civilian institutions. Partly as a result of

this, military enlisted personnel are given more responsi-
bility for patient care and operate more independently than

they would in a comparable civilian position: e.g., as civil-

ians, they would not be allowed to give injections and dis-

pense drugs as they do in the services. The 1"ew respondents

who mentioned the difference between military and civilian

methods as causing a problem in finding a civilian medical/

health job usually referred to the degree of responsibility

they are permitted: "In the military, you're allowed to do

many things that you can't do in civilian life," and "There

are legal complications; we can only be an orderly, assisting

a doctor or a nurse in civilian life, while in the military

we did everything," are comments made by men who are acutely

aware of the differences in the degree of responsibility in

the two sectors. A recent newspaper story tells about two
ex-medics -- one from the Air Force, the other from the Navy --

working in a civilian hospital in the newly created position

of "emergency room technician." One of the veterans report-

ed that in the military, "the corpsmen often gave treatment

normally restricted in civilian life to physicians." Both

medics had performed minor surgery while in service, but as
civilians were "restricted to assisting doctors and nurses

in soaking and dressing wounds, taking blood pressure and

temperature, walking patients and maintaining intravenous

feedings" [46) .

Awareness of the Possibility
of Transference

Servicemen are aware that their military assignments

are relevant to civilian medical/health jobs. Three-fourths

or more of the respondents in every group surveyed believed

that there was a civilian job similar to the one they had in

the service; the proportion was even higher among the men who

had found or were planning to find civilian medical/health

jobs. A smaller proportion of those crossing over to non-

medical fields saw such similarities (see table 35).

The men who believed that a comparable civilian posi-
tion existed were asked (1) whether they thought that the
duties and equipment in such a job would be the same or dif-
ferent from the military, and (2) where they felt such a job

would be found. More than half of all the respondents (more

transferees than nontransferees) indicated that their duties

and the equipment they would handle in a civilian job would

be the same as in their military position. A majority of
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Table 35. Proportion of Respondents Reporting Civilian
Jobs Similar to Military Assignment

Respondents Total Medical /health Other civilian
fields

Careerists:
Inservice 76.4 82.0 68.0
Out-of-service. 77.2 86.7 70.7

Noncareerists:
Inservice 78.7 88.7 67.8
Out-of-service. 73.4 89.9 68.5

the respondents believed that jobs similar to the ones they
held in the service would be found in civilian hospitals.
A greater proportion of first-termers than careerists and
a greater proportion of men attached to the civilian medical/
health field than those in other fields, thought of the hos-
pital as the locus of comparable positions. Clinics and
private laboratories were the only other facilities mention-
ed by an appreciable number of respondents, and these were
proposed only by younger, less experienced men still in the
service -- one in five suggested clinics and one in ten, pri-
vate laboratories. Few respondents mentioned any other
health care facilities.

Table 36. Proportion of Respondents Reporting Civilian
Jobs In Hospitals Simi-sr to Military Assignments

Respondents

Careerists:
Inservice 51.5 53.6 48.4
Out-of-service 53.5 57.7 50.6

Medical/health
Total field

Other civilian
fields

Noncareerists:
Inservice 61.6 71.4 50.9
Out-of-service 73.4 89.9 68.5
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Finding a Civilian Medical/Health Job

From the viewpoint of inservice and out-of-service
men, veterans face problems in finding civilian medical/
health jobs. Evaluating the veteran's situation, the career-
ists cited pay levels as a major difficulty, but in the
opinion of the younger men, aspects of civilian hiring stand-
ards, such as educational requirements and civilian acceptance
of military training, were paramount (see table 37). Some
men believed that veterans would have no difficulty in find-
ing jobs, but most recognized that they generally had to
overcome serious obstacles in order to do so.

Civilian Hiring Standards

Civilian hiring standards are a major hurdle for vet-
erans, especially the first-termers. Civilian hiring stand-
ards typically specify levels of education, specialized work
experience, and professional standing as evidenced by licens-
ing or certification. The survey respondents recognized
that required education and work experience were obsta-
cles to finding a civilian medical/health job, but very few
of the men considered that licensing or certification stood
in their way. This contrasts with the prevalent view that
it is licensing and certification which operate to constrict
the supply of allied medical/health manpower.

Except for the Civil Service, there are no nationwide
hiring standards for paramedical occupations. There is a
spread of acceptable education and experience, varying ac-
cotdino to locality and type of facility. (There are sub
rosa 1%-lustments brought about by the pressures of the de-
mand 1,,r medical care in relation to the supply of medical/
health manpower.) Illustrative of the variability in civil-
ian hiring standards is the difference in personnel quali-
fications required to meet licensure standards for the same

occupation: in one state, the minimum educational require-
ment for a laboratory director may be met by high school
graduation; in other states, requirements range from a

bachelor's to a doctoral degree. Another example is the
minimum age necessary to obtain a license as a practical
nurse, which varies from 17 to 20.

Because most of the servicemen in the Armed Forces
medical departments are trained and employed as auxiliary
nursing personnel, civilian requirements for nursing



Table 37. Problems Veterans in General Face in Securing
a Civilian Medibal/Health Job

(in percent)

Problem

Careerists

105.

Noncareerists

Inservice

All responses

Hiring standards

Educational require-
ments/costs

Don't accept military
training/experience

Not properly trained

Licensing/certifica-
tion

Pay level

Locating job

Conditions of employment

Other problems

No problems

It depends/don't know

4

Out-of-
service Inservice Out-of-

service

100.0 100.0 100.0 100.0

41.4 40.2 54.1 61.2

13.4 15.8 23.8 24.1

16.3 13.6 20.6 23.0

2.8 2.8 6.1 4.5

8.4 8,0 3.6 9.6

18.2 19.6 9.5 13.6

9.0 6.6 6.4 3.4

3.9 3.5 2.4 1.8

9.6 5.4 5.2 1.7

6.6 12.5 5.4 6.1

11.3 12.2 17.0 12.3
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positions are of major importance to them. Civilian require-
ments dictate that a registered nurse must have 2, 3, or 4
years in an approved nursing school after high school gradu-
ation, and be licensed by the state. A licensed practical
nurse must be a graduate from a school approved by the state
board of nursing, and usually has completed a one-year course.
Some schools of practical nursing require applicants to be
high school graduates; others do not. Practical nurses are
also trained in programs of shorter duration that do not
meet the requirements for licensure. Nurse orderlies and
aides receive on-the-job training, formal or informal, vary-
ing in length from as little as 1 week to as much as 1 year.
The medical military course training received by enlisted
men typically is not accepted as fulfilling civilian require-
ments of education in an approved school. (Among the excep-
tions is the Army's advanced formal course, preparing men
for MOS 91C, clinical specialist. In several states, suc-
cessful completion of the clinical specialist course is ac-
cepted to meet the eligibility requirements for becoming
a licensed practical nurse.) The respondents frequently
commented that civilians thought they were only qualified
for jobs as orderlies, despite the training and years of
experience they had had.

Education Requirements

Among the problems veterans perceived, educational
requirements ranked first among noncareerists and was second
only to low pay among careerists. To be readily accepted
for employment in most paramedical jobs, an applicant must
be a graduate of an accredited school or an approved pro-
gram, or have civilian work experience. Schools or programs
are accredited by state departments of education or other
state agencies, by national professional organizations, or
by regional associations of schools and colleges. To date,
very few of the military medical training programs for en-
listed personnel have been approved by the appropriate ac-
crediting agency. Among them are several laboratory tech-
nician, clinical specialist (practical nurse) and X-ray
technician courses.

It was the unusual respondent who joined the service
with a medical/health career commitment and with academic
credits in an approved allied health program. Nevertheless,
by the time they return to civilian life, veterans have
educational attainments equal in numbers of years to those
required for many levels of allied medical/health positions.
Tha difficulty that veterans face in meeting the educational



107.

requirements of civilian employers in the medical/health
field is not that they are poorly educated but that they are
not precisely educated to the specifications of civilian job
prerequisites.

Educational Attainment in
the Service

Schooling, other than that given in training programs,
is available to servicemen while in the military, and the
men are encouraged to avail themselves of the opportunity
to continue their education. There is an extensive system
of correspondence courses at every school level, administer-
ed through the United States Armed Forces Institute. By
means of an arrangement with colleges and universities lo-
cated throughout the United States, the serviceman may chose
among thousands of college-level courses and many high school
and vocational courses. Health is one of the major fields in
which courses are offered. Many thousands of servicemen en-
roll in such courses each year. In addition, financial aid
is granted to men participating in off-duty education pro-
grams available on military bases or at nearby educational
institutions throughout the world. Assistance is given to
servicemen who wish to qualify for high school equivalency
certificates. For men who are making a career in the mili-
tary, there are programs which permit them to study full
time, with education expenses paid, and on full salary.

The impact of the military's educational efforts are
seen in the pronounced rise in educational levels, of career-
ists during their years of active duty. Two-thirds of the
careerists in the survey took advantage of the opportunities
to seek further education while in the service. Some came
in with less than a high school education and left the ser-
vice as college graduates. A third of the noncareerists
continued to study during their few years in service, taut

the bulk of the younger men considered this period a hiatus
in their educational efforts.

Education After Military
Service

Many men indicated their willingness to acquire addi-
tional education. Even among the careerists, 60 perzent of
those about to be released and planning to enter civilian
medical/health work indicated their intention to pursue
further education (mostly in combination with work, as
might be expected of men of their age with family responsi-
bilities). Actually, only about 30 percent of those 2 to
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3 years out of service were found to have attended school
full time or in combination with a job. In both groups,
relatively more transferees than nontransferees indicated
their interest in more education.

More than 95 percent of inservice noncareerists plan-
ning to enter the civilian medical/health field indicated
that they planned to continue their schooling; and 72 per-
cent of those who actually transferred reported having so
continued. Many of the men pursuing other kinds of employ-
ment also reported having resumed schooling, but the fre-
quency was higher among transferees.

Recognizing the importance of the proper academic
credentials, most inservice respondents plan to attend
school after their military service is ended. Almost every
one of the younger men, and half of the older men, in the
survey indicated that they would be taking classes when they
became civilians. Their choice of civilian occupation did
not appear to affect plans for postservice education, as
many inservice transferees and nontransferees plan to go to
school.

Actual schooling among out-of-service men after dis-
charge was about half as frequent: a fourth of the careerists
and half of the noncareerists who had been out of the ser-
vice for 2 to 3 years reported that they had taken classes
since becoming civilians. The marked difference between in-
service and out-of-service respondents with regard to school
attendance after discharge is in part a reflection of dif-
ferent times and different populations, and in part the ad-
justment of plans to reality.

Table 38. Proportion of Respondents Acquiring Additional
Education After Discharge

Respondents Total Transferees Nontransferees

Careerists:,
Inservice2I 56.7 59.6 52.5
Out -of- service 25.3 27.5 23.8

Noncareeristel:
inservice 94.2 96.4 91.8
out-of-service121 57.8 72.4 53.6

al Plan to acquire additional schooling after release.
b/ Did acquire additional schooling after release.
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Fewer of the older veterans pursue further education
when they become civilians. Their long years of military
experience and the cushion of.pension and retirement bene-
fits enable them to find acceptable employment with relative-
ly little additional education. Almost 90 percent of the
out-of-service careerists in paramedical jobs felt that their
service experience and training provided the necessary quali-
fications for their civilian Medical/health job.

Younger veterans, who had only one tour of duty in
the military, are overwhelmingly concerned with obtaining
additional education. Their decision to continue in the
medical/health field or to go into another type of civilian
work seems to have had an impact upon their resolve to attend
school. A significantly higher proportion of younger veterans
in medical/health jobs enrolled in classes than out-of-service
noncareerists who chose jobs in other fields. Of the 23 per-
cent of out-of-service first-termers who obtained medical/
health jobs, two-fifths found that their service experience
did not adequately qualify them for their positions, and
that they needed to go to school or take a correspondence
course to compensate for their deficiencies.

Most of the younger veterans returned to school to
get a degree, while most of the older veterans were inter-
ested in additional training. This was especially true if
they had decided in favor of the medical/health field. Non-
transferees, on the other hand, were more diverse in the
purpose of their schooling and the objective of entering a
new field was also important to them -- especially to the
careerists -- as well as degrees and additional training
(see table 39).

The majority of the noncareerists plan to or did at-
tend school full time, while most careerists were planning
or had undertaken part-time studies (see table 40). No
significant difference appeared between out-of-service trans-
ferees and nontransferees with regard to this aspect of edu-
cation. However, more inservice careerist transferees ex-
rect to study part time, and more inservice noncareerist
transferees expect to study full time, than their inservice
nontransferee counterparts -- despite the fact that approxi-
mately equal proportions of transferees and nontransferees
intended to go to school.

Most inservice personnel (more than 60 percent) be-
lieve that the GI Bill will pay for most of their educational
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Table 40. Full-Time or Part-Time Stgdents
After Military Separation!/

(in percent)

Respondents Total
Full-time
students I

I

Part-timeY
students

Don't
know

All respondents:

Careerists
100.0 33.5

100.0 32.7

100.0 57.3

100.0 53.4

100.0 26.4

100.0 29.1

100.0 65.7

100.0 54.0

100.0 45.9

100.0 35.5

100.0 47.7

100.0 53.2

64.1. 2.4

OM MY OW67.3

42.1 0.6
11= OM MY46.6

70.8 2.8

um WV.69.9

33.7 0.6:

MM. 046.0

52.5 1.6

64.5

51.8 0.5
Im gi ow.46.8

Inservice

Out-of-service

Noncareerists

Inservice

Out-of-service

Transferees

Careerists

Inservice

Out-of-service

Noncareerists

Inservice . ******

Out-of-service

Nontransferees

Careerists

Inservice

Out-of-service

Noncareerists

Inservice

Out -of - service

a/ Includes those who plan to or did attend classes.
gy Includes correspondence courses.
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expenses (see table 41). As the out-of-service respondents
indicated, only a third relied mainly on the GI Bill; others
resorted to self-financing and to aid from employers, fre-
quently using GI benefits as a supplement. In the 1960s,
rising tuition and living costs made GI benefits inadequate
for most people. "Men who flocked to colleges in the 1940s
got full tuition, books and incidental expenses plus $75.00
a month living expenses." At the present time, a veteran
receives "a flat $130 a month if he's single; $155 if he's
married; $175 for a wife and child and $10 a month more for
each additional child" [47, p. 9]. GI benefits at the
present level would only cover the major part of full-time
educational expenses in schools with minimal tuition fees.
This fact is known to out-of-service respondents, but not,
evidently, to men still in the service.

Acceptance of Military Training

Civilian employers are not well informed about the
military training, experience or caliber of medically train-
ed veterans. Recent publicity calling attention to the num-
ber of corpsmen released annually, their employment in civil-
ian institutions, and their inclusion in special allied
medical/health manpower programs has made civilians more
aware of the potential these veterans represent, but has
left civilians still largely uninformed of their competence.
For this reason, little has been done to adapt civilian hir-
ing standards to take into account the special circumstances
under which servicemen are qualified for paramedical jobs.

Vocational guidance publications, such as the Health
Career Guidebook of the U.S. Department of Labor, suggest
Nine-rata for career preparation at the uppermost levels
of civilian hiring standards. Among these recommended
paths of medical/health career development, there are sug-
gested some alternative routes of education. Outside of
the Federal Civil Service, it is rare indeed to have work
experience and training in the Armed Forces recognized as
an appropriate or acceptable course to follow in preparing
for a medical/health career [40].

A recent study of hospitals in the greater Boston
area shows that for most of the 21 paramedical occupations
surveyed, hiring standards in the institutions that respond-
ed had been in effect over 10 years, despite the fact that
workers were in short supply and the job content of a num-
ber of occupations had changed. The researchers recommended
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Table 41. Source of Financing for Major
Part of Postservice Educational Expense

Source

/
Total-

a

Self/wife

Relative

Employer

GI Bill

Loan:

Government.

Private....

Scholarship:

Government.

Private....

Other

Don't know...

Careerists Noncareerists

inserVice Out-of-service

100.0

19.8

5.4

65.9

9.0

100.0

26.6

1.7

23.8

33.1

1.5
flea

2.6

10.7

Inservice Out-of-service

100.0

28.4

1.2

0.3

61.1

0.2

2.7

1.0

1.0

4.3

100.0

39.3

2.0

11.9

33.7

a/ Includes only those respondents who are planning to
attend or have attended school after military separation.

8.5

1.5

3.2
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that "hospitals should reexamine their whole paramedical
occupational structure, to determine the job requirements
of each occupation" and "should establish hiring-in standards
that are relevant to the functions to be performed by the
occupation" 149]. Since servicemen view hospitals as the
most likely places to find jobs for which they are qualified
by their military experience, a revision of hospital hiring
standards based on job functions could result it a substan-
tial increase in the number of veterans finding civilian
medical/health jobs.

The Federal Civil Service, spearheading the movement
to provide employment opportunities for veterans, does re-
cognize some Armed Forces training and experience. To qual-
ify for a paramedical job in the Civil Service, an applicant
has to fulfill certain requirements for "general experience"
and "specialized experience." General experience for para-
medical occupations is usually medical-related work that
would give experience in hospital, clinical or laboratory
procedures and equipment. Jobs as nursing aides or assis-
tants, and laboratory aides or technicians, are often cited
as providing suitable experience. Specialized experience
is generally defined as work in the occupation at a particu-
lar grade level. For example, a medical radiology technician
at the GS-5 level is required to have a year of general ex-
perience and 2 years of specialized experience. The general
experience for this occupation is defined as training and
experience as a practical nurse, nurse's aide, medical tech-
nician, etc., and the specialized experience as the operation
of diagnostic and/or therapeutic radiographic equipment under
the diction of radiologists. The amount of general or
specialized experience required varies according to occupa-
tion, and increases with grade level within any occupation.
Of course, the nature of the general or specialized exper-
ience required also varies according to occupational group.

For all of the 12 occupational groups studied but one
(the dental hygienist category, for which professional licens-
ing is a prerequisite), either certain military training
courses or military service in a related medical specialty
can be substituted for part of the general or specialized
requirements. Actual recognition of military training and
experience ranges from the substitution of specific types
of courses or the acceptance of military service for the
general or specialized experience requirements, to a general
commitment to give "appropriate credit" for Armed Forces
education and training (see table 42).
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Most paramedical occupations can be entered at the
GS-1 Yevel without any experience of any kind. It is not
until the GS-2 level that general experience is required, and
the GS-4 level that !specialized experience in the occupation
is required. Nursing assistant positions begin at the GS-2
level with a 6-month general experience requirement. General-
ly a written examination on the occupation is required at the
lower grades.

With the exception of the dental hygienist, education
requirements 2ff se are not specified for an occupation.
However, education or training can be substituted for all or
part of the general and/or specialized experience require-
ments in most occupations, so that, by implication, the
level of education or training necessary at a given grade
level is indicated. For example, high school graduation
can be substituted for the 6 months' general experience re-
quirement at the GS-2 level in a number of occupations, en-
abling a graduate without any other experience to enter one
grade higher than those who have not graduated. Similarly,
college study in related subjects or training courses can be
substituted for the general -- and often the specialized --
requirements at certain grade levels of an occupation. The
college attended must be accredited, and the training course
generally must be approved by the AMA, ADA, or a related
professional organization. For example, an AMA-approved
course in radiology can be substituted for up to 2 years of
specialized experience, the 3S-5 requirement for a radiology
technician. By contrast, someone with only 6 months' gener-
al experience in medical-related work and no specialized
experience as a radiology technician would enter at the GS-2
level.

RaLing for a grade level in any occupation is primari-
ly based on an evaluation of the education and experience of
each Individual. Armed Forces training and experience are
taken into account in the qualification standards of 12
Civil Service health occupation groups in two ways: either
certairi military training courses can be substituted for
part of the experience requirements of an occupation, or
service in a related medical specialty can be so substituted.

On paper, any serviceman has at least a chance of
being considered for Federal employment. The crucial fac-
tor is whether or not his paramedical experience in the
military will be evaluated as a specialized experience for
a Civil Service job. The general experience requirements



117.

for Civil Service jobs can usually be fulfilled without dif-
fi.:ulty by servicemen who were assigned to the military medi-
cal departments. The key to determining the grade level at
which a eeniceman is hired is the amount of specialized
experlence he is considered to have. Only in one case do the
standards indicate specifically that specialized experience
may have been acquired by servicemen on active duty in the
Armed Forces.

The qualification standards of six occupational groups
indicate that "appropriate credit" will be given for Armed
Forces training and experience depending on its "applicabil-
ity and extent." A wide range of occupations is incorporated
into these groups (except for the dental assistant category),
each of which requires highly specialized training. However,
no attempt has been made to match the Armed Forces training
courses and occupational specialties with the relevant Civil
Service occupations.

The standards for only one occupation -- nursing as-
sistant -- indicate that specialized experience may have
been acquired while the serviceman was on active duty in the
Armed Forces. The standards for two occupations -- orthotist/
prosthetist, and radiologist technician -- include a state-
ment that general experience requirements may have been
gained on active military duty. Another -- rehabilitation
therapy assistant -- refers to experience as a medical or
hospital corpsman as meeting the general requirements of
these positions.

Ot the 12 paramedical occupations that are closely
related to military occupational specialties for enlisted
personnel, the qualification standards of only three -- the
radiology technician, the dental laboratory technician and
the pharMacy assistant -- contain references to specific
Armed Forces courses which may be substituted for the
specialized experience requirement. In addition, only two
occupations contain references to Armed Forces training
which may be substituted for the general experience require-
ment: the physical therapy aide, and the radiology techni-
cian. In contrast, most qualification standards contain
quite specific information on the substitution of civilian
education. High school courses, courses at accredited col-
leges, and training programs that can be substituted at the
various grade levels are listed for the majority of occupa-
tion groups.
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Even if it is not stated in the qualification stand-
ards, there is, of course, nothing to indicate that military
service in a relevant occupation would not be acceptable as
specialized or general experience. Nevertheless, the absence
of any reference to military service. particularly in rela-
tion to specialized requirements, leaves whether it is gen-
erally considered suitable experience in doubt.

Licensing and Certification

As the respondents perceive the situation, licensing
and certification are not major barriers to obtaining civil-
ian medical/health jobs. Very few consider it a problem
either for themselves personally or for veterans in general.
A close examination of licensing and certification regula-
tions for medical/health occupations supports this view. It
is the servicemen's failure to meet the eligibility require-
ments for licensure or certification that is the real prob-
lem: if they had the approved education and if their work
experience in the military were accredited, licensing and
certification regulations would be an easily surmountable
barrier.

Pay Levels

The men cited the pay levels in civilian medical/
health services as a deterrent to transfer more frequently
than any other barrier except the formal requirements of ed-
ucation and training. The validity of this perception, in
a market sense, depends on the extent to which the pay in
medical/health work is less than the men can earn in alter-
native work available to them, taking into account such non-
monetary satisfactions as interest in medical work, location,
status and opportunity for advancement.

In the following sections, the earnings expected by
inservice men and the earnings realized by out-of-service
men are analyzed in relation to their service assignments
and postservice plans and experience.

Careerists

It should be expected that careerists retiring from
military service in their late 30s or early 40s, after 18
years or more of experience in medical occupational special-
ties, would find it to their advantage to pursue careers in
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which they could capitalize on their medical experience.
Moreover, it should be expected that those who transferred
to medical/health occupations in civilian employment would,
by virtue of their military medical experience, earn more
than those who chose to enter other civilian employment for
which they isad no obvious preexisting qualifications.

To the extent that the first hypothesis is not sup-
ported by experience, it suggests that in some ways that
terms of transfer are not favorable. To the extert that the
second hypothesis is not supported, it suggests that the
civilian medical/health opportunities open to these veterans
are not as well paid as other occupations open to them, and
that the incidence of transfer might be increased if earn-
ings opportunities were more favorable. Analysis of the
responses of men released from military medical occupational
specialties suggests that in some degree both conditions
may exist. It has been shown t-at under half of these men
do, in fact, transfer to civilian medical/health employment.
In this section the evidence on earnings, actual and antici-
pated, of these men is examined in relation to the second
hypothesis,

As perceived by careerists about to be released, who
had not made their living in civilian employment in about
20 years, there was a wide range of earnings expectations.
But on the average, medical/health occupations appeared to
offer more attractive earnings prospects to them than alter-
native employment possibilities (see table 43). This was
true of men from all three services. The Army men, on the
average, expected (median) earnings of about $6,260; the
Navy men, $7,820; the Air Force men, $7,166. For those
anticipating transfer to civilian medical/health work, the
(median) expectations were higher: about $6,500, $8,000,
and $7,300, respactively. As it turned out, the expecta-
tions were not at all unrealistic: the average pay of all
out-of-service careerists who entered medical/health work
was $7,979, about 5 percent higher than expectations. The
out-of-service Navy careerists earned about 15 percent more
than their expectations, and the Army men'a little more and
the Air Force men a little less than expectations.

Earnings in the range of $6,500-$8,000 are not at all
inconsistent with the labor market of 1968. In 1968, the
average earning per employee of all employment covered by
Social Security was a little under $6,000 [50], but this



Table 43. Median Annual Earnings of Careerists in Civilian
Employment

(in dollars)

Careerists Total J Army Navy I Air Force

All inservice
careeristsa/ 7,2,$9 6,260 7,920 7,166

Transferees 7,565 6,500 8,038 7,333

Nontransferees 6,723 6,000 7,334 6,900

All out-of-service
careerists/ 7,514 6,961 9,333 7,000

Transferees 7,979 6,600 9,333 7,000

Nontransferees 7,233 7,230 7,533 7,000

a/ Expected earnings, 1969-69.
f Realized earnings, 1967-68.
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includes part-time and full-time employees at all skill
levels and at all ages. We would expect their earnings to
be well above the average. Neither the expectations nor the
reported earnings of these careerists appear at all implausi-
ble.

There may be a tendency of retired service personnel
to lower their supply price by virtue of their receiving re-
tirement pay from the services. Depending oa length of ser-
vice involved and the grades at which the men retired, re-
tirement pay would be 50 percent or more of $5,000-$8,500
a year. These men are also entitled to medical care, commis-
sary privileges, and other perquisites. (Same of the men
complained that employers try to hire them more cheaply on
this account, but this may be due to the fact that the men
were not prepared to find pay scales as low as those in the
medical/health industry.) The sum of the earnings cited in
the survey and retirement pay (say, $9,000-$12,000) would
put them at about the third quartile of the earnings range,
which is about what their lifestyle requires. Thus, it is
doubtful that some of them would enter medical/health work
at all if it were not for the retirement pay.

Median earnings were generally higher for career
transferees than for men who entered or planned to enter
other fields of employment. Inservice careerists planning
to transfer expected to earn more (by about 10 percent) than
those who did not plan to transfer; this difierenle was
significant in all the services. Earnings realized by
careerist transferees 2 or 3 years out of the service were
higher on the average (by about 10 percent) than earnings of
careerists employed in other fields, but not uniformly among
the services. The Army transferees actually earned less
than nontransferees.

Two other conspicuous differences between transferees
and nontransferees might be related to the differences in
their earnings: (1) although about half of all groups were
high school graduates, the transferee group had relatively
fewer with less than 12 years of schooling, and relatively
more with 2 years or more of college; and (2) relatively more
transferees than nontransferees reported primary military
assignments in indirect patient care.

Moreover, the transferees were rather quicker in see-
ing similarities between their military experience and
civilian opportunities, rather more mobile in search of
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medical/health opportunities, and rather less conscious of
obstacies. These differences suggest that perhaps the trans-
ferees were more interested, more highly motivated, and rather
more determined in seeking out medical/health jobs that were
consistent both with their capabilities and with their earn-
ings requirements.

Among careerist transferees, Army men recorded the low-
est median earnings expectations while they were still in the
service and the lowest earnings after they were out; Navy men
recorded the highest in both instances. The median expecta-
tions of Navy inservice men exceeded those of the Army men
by 25 percent, and those of the Air Force men by 10 percent.
The median realized earnings of Navy men out of the service
exceeded those of the Army by 40 percent, and those of the
Air Force by 33 percent. Were it not for the relatively high
earnings of Navy transferees, the earnings of transferees
would have been lower than those of nontransferees. Yet the
rate of transfer was about the same among Army men as among
Navy men, and, if anything, lower among the Air Force men.

Although careerist transferees as a group are both
better educated and better paid than nontransferees, inter-
service differences in education do not explain differences
in earnings, either in prospect or in fact. The Navy inser-
vice transferees, with the highest earnings expectations,
were no better educated than the Army transferees, with the
lowest. The Air Force inservice transferees had a proportion
of men with 14 years of schooling (28 percent), twice as high
as either of the other services. Among out-of-service trans-
ferees, the Navy men were barely better educated than the
Army man, whose earnings averaged only 70 percent as much;
and again, in educational attainment the Air Force men far

surpassed either.

However, interservice differences in pay of transfer-
ees are correlated inversely with differences in type of

military medical experience and, for out-of-service men,
with type of civilian job. From table 44 it would appear
that earnings, both prospective and actual, were lower for
careerist transferees whose primary military assignments
were in direct patient care than for those who were primari-
ly assigned to indirect care.

This inference is supported by the differences among
the services in the place of employment of out-of-service
careerist transferees. Of the Army men, 72 percent were
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Table 44. Careerist Transferees in Direct Care

Inservice Out-of-service

Service Percent Percent in direct
branch Median

earnings
in

direct
Median
earnings

care

care MilitarylCivilian

Army $6,500 69 $6,600 67 48

Navy 8,038 38 9,333 34 19

Air Force 7,333 59 7,000 47 37

working in hospitals and 14 percent in private laboratories.
Of the Navy men, only 21 percent were working in hospitals,
but 24 percent worked in private laboratories, 11 percent for
medical supply houses, and 9 percent in community health. Of
the Air Force men, 66 percent worked in hospitals, with the
remainder scattered in a variety of jobs.

Thus it would appear that Army careerists, when they
transferred, entered predominantly into hospital service for
which their rather specialized military experience in patient
care equipped them. But hospitals pay poorly, and surgical/
medical occupations in hospitals are those in which formal
requirements limit the opportunities for veterans of the
military. Thus the Army careerist transferees earned less
not only than their Navy and Air Force counterparts, but less
than their fellow Army medical careerists who did not trans-
fer to the civilian medical/health field.

The Navy careerist medical men, on the other hand,
took advantage of their more generalized medical training
and experience, including administrative experience, to en-
ter to a greater extent civilian medical/health fields in
which formal requirements were less of a barrier to the pur-
suit of a career, and where pay levels were higher. The Navy
careerists who transferred earned more than any other group
in the survey.

The same distinctions are evident in the choice of
civilian medical/health occupations. The Army men, with
their greater specialization and exposure to direct patient
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care, were more likely to take jobs in nursing occupations
than Navy and Air Force personnel, who were more frequently
found in technical and administrative positions, in indus-
trial and community health, and in other indirect care occu-
pations.

It does not necessarily follow that the Navy or Air
Force careerists are better equipped or more "valuable" than
the Army men. It appears that they are more acceptable or
more sought after in a variety of indirect care occupations
because of their broader preparation, and that they are bet-
ter paid. The obverse of this is that the Army experience
leads more Army men to transfer to hospital work, and that
they are less well paid. This suggests that it will require
higher earning prospects, either through higher pay rates
or through access to better jobs, to increase the incidence
of transfer to direct patient care cccupations, where short-
ages are most acute.

Noncareerists

With respect to the noncareerists, the hypotheses are
different. These men are young, and their one-term medical
experience does not establish a presumption of career compe-
tence or the earnings such competence commands. Thus they
have less motivation to pursue a medical career. At the
same time, being younger than their career counterparts, they
are better educated and better able to pursue further educa-
tion. Consequently, they have a wider range of occupational
options, and medical/health occupations must be relatively
more attractive to compete for them than to compete for
careerists.

The earnings expectations of men about to be released
in 1968 and 1969 reflect their youth (three-fourths undei 25)
and their high levels of education (three-fifths beyond high
school). Their median earnings expectations were generally
lower than those of careerists, and not unreasonable in the
context of the 1968-69 labor market (see table 45). Those
who planned to enter the medical/health field expected 20
percent more than those who did not, and only a little less
than the inservice careerist transferees. Their expecta-
tions were about equal to grade GS-7 in the Federal Civil
Service at that time (for which, incidentally, most of these
men could not qualify). The expectations of nontransferees
were about equal to the average factory wages then prevail-
ing.
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Table 45. Median Annual Earnings of Noncareerists in
Civilian Employment

(in dollars)

Noncareerists Total I Army Navy Air Force

All inservice a/noncareerists 6,726 6,840 5,850 6,749

Transferees 7,435 7,666 5,750 7,000

Nontransferees 6,196 6,176 6,000 .6,538

All out -of- service
noncareeriststi 6,010 6,100 5,743 5,769

Transferees 6,506 7,167 4,875 5,667

Nontransferees 3,911 5,912 5,964 5,800

a/ Expected earnings, 1968-69.
5/ Realized earnings, 1967-68.
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The difference in earnings expectations between trans-
ferees and nontransferees is almost entirely the result of
the very wide difference between the Army men who planned to
enter the civilian medical/health field and those planning
other employment -- a vp of $1,5()0, or about 25 percent.
The Air Force transferees expected only a little more than
the nontransferees; and among the Navy men, the expectations
of the nontransferees were a little higher.

The experience of the out-of-service men after 2 or
3 years in the labor market confirms the expectations in the
main. On the average, the transferees reported higher earn-
ings than the nontransferees, the difference being greatest
among Army men. The Navy transferees did in fact earn less
than the nontransferees, by a considerable margin. The dif-
ference between transferees and nontransfe;:ees from the Air
Force was small, and favored the latter.

The relatively high earnings (both prospective and
actual) of the Army noncareerist transferees is the result
of a number of circumstances which tell us a good deal about
the factors underlying the transfer of noncareerists to
civilian medical/health employment. This particular cohort
of Army personnel, mostly conscripts (or volunteers facing
conscription) after the Vietnam buildup, are extraordinarily
well educated (many after student deferments) and therefore
a little older; for first-termers, they include an unusually
high proportion of men experienced in indirect patient care;
their training and experience, though not extensive, is
specialized; they transferred predominantly to employment
other than in hospitals and to occupations other than nursing.
The elements of the relatively high earnings of Army noncare-
erist transferees C4/1 be inferred from the profile of trans-
fer (see table 46).

Relatively high pay combined with a high educational
level, a preponderance of employment in places other than
hospitals and in occupations other than nursing, and a rela-
tively low rate of transfer, suggests that those few Army
noncareerists who were able to find medical/health jobs com-
mensurate with their abilities were able to command relative-
ly high pay. This was possible only because most of them
found employment outside of hospitals, and in indirect care.

The earnings realized by the out-of-service Army trans-
ferees was only 7 percent below the expectations of the in-
service men, but only 22 percent of them actually did transfer.
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In other words, civilian medical/health employment was able
to attract a few of the ablest, on their own terms, in bet-
ter paying jobs not directly involving care of patients. The
relatively high earnings reported by these few men suggest
not how well but how poorly medical/health employment as a
whole competes in the market for these extraordinarily well-
endowed young veterans.

The responses and experiences of these cohorts of Army
men point up rather vividly the inability of the civilian
medical/health system to adapt its requirements and practices
to attract unusually good men with a demonstrated interest
and excellent (if rather brief) training and experience. But
these cohorts are the product of the unusual circumstances of
the Vietnam war; and with the change in Selective Service
practices, men like these will not be coming out of the Army
much after 1973 or 1974. The Navy and Air Force men in the
sample are perhaps more typical of the potential supply after
a few years, and these did not fare so well. The Navy trans-
ferees, in particular, reported earnings rather low by stan-
dards of the current market. They were not as well educated
as the Army transferees; their training was more general,
and their experience more in direct patient care. Like the
Army men, they tended to avoid hospitals and nursing occupa-
tions, and found work mainly as laboratory aides and techni-
cians. Apparently, their education and military training
restricted them largely to entry jobs. The Air Force trans-
ferees, on the other hand, while they earned more than Navy
men, more often found work in nospitals and in nursing occu-
pations.

The general level of expectations and the general
"supply price" can be inferred from the responses of the much
more numerous nontraysferees. These are highly uniform: a
little above $6,000 for inservice expectations and a little
under $6,000 for out-of-service experience. Leaving aside
the unusual Army cohorts, the nontransfereese earnings were
generally higher than those of the transferees. The distri-
butions are very similar among the services, tending toward
normal (see table 47).

Transferee sample sizes do not permit detailed com-
parisons by service, industry and occupation. The concen-
tration of a relatively small number of Army transferees
above $7,000 is apparent. But considering that the rates
of transfer are about the same for the Army, above the
general supply price; Air Force, at the supply price; and



Table 47. Percent Distribution of Civilian Earn-
ings of Out-of-Service Noncareerists

Earnings

Under $3,000..
$3,000-$4,999.
$5,000-$6,999.
$7,000-$8,999.
Over $9,000...
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11=01
Nontransferees

Army Navy 1 Air Porce

Transferees

All services
......

11 8 16 13
17 20 18 11
48 45 40 35
16 20 20 27
8 6 6 15

Navy, well below it, it does not appear that pay alone is

either sufficient incentive to overcome the many obstacles to
transfer or a sufficient deterrent to account for the low
transfer rates. It appears that to increase the flow of non-
careerists into civilian medical/health employment, we must
look to pay in combination with easier entry to suitable jobs

and opportunities for advancement.

The noncareerists in this population (and, indeed, in
every cohort of medical occupational specialist to be releas-
ed in the foreseeable future) greatly outnumber the career-
ists. They represent a more significant source of personnel
in civilian medical/health occupations. Their medical capa-
bilities are much less developed, but the obverse of this is
that they have a riori less reason to pursue civilian
medical/health wor un ess it can compete with the other pos-
sibilities for which their youth and superior education qual-
ify them. Thus we would expect the salary scales to be more
a deterrent to transfer among noncareerists than among care-
erist veterans. To attract the former, not only earnings
but prospects for advancement must be more favorable.

Other Problems

All other problems appeared to be of negligible impor-

tance to the men interviewed. Locating a job was of concern
to some, particularly the careerists still in the service,
but was not considered a serious obstacle for veterans in

general. Conditions of employment, other than pay, were
mentioned infrequently. Neither the female image of medical/
health workers nor dislike for a woman boss seemed signifi-
cant to our respondents.
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The problems most often discussed by all groups were
three: (1) failure of civilian employers to accept veterans'
military training or experience, (2) education requirements,
and (3) low pay levels. In order to overcome the difficulties
facing veterans, the men suggested that both civilian insti-
tutions and the military modify their practices.

Changes in the Civilian Medical/Health Field

Respondents were asked what they believed could be
done in the civilian sector to make medical and health jobs
more attractive to veterans. The changes most frequently
mentioned relate to pay, the acceptance of military training
and experience, and the flow of information about civilian
job opportunities. The men's recommendations are largely
designed to remedy what they perceive to be the major hurdles
they face. However, they go beyond this to make suggestions
that would not only eliminate barriers, but facilitate trans-
ference from military to civilian medical/health work.

About half of the men interviewed believed that higher
pay scales would attract more veterans into civilian medical/
health jobs. When they referred to pay, they had in mind
fringe benefits as well as salary. Some men specified vaca-
tion pay, sick leave, medical and insurance coverage, or
retirement plans. Others referred to them generally as "the
same benefits as in industry" or "the same benefits as union
jobs which pay so much more." Receiving the benefits they
were accustomed to getting in the military was strong induce-
ment.

Several careerist respondents thought that the salar-
ies should be "standardized." One said, talking of civilian
employers, "They only give the difference between the pension
and the scale paid for the title; they will not pay the same
to a retired service man as a non-service man." Another
proposed that his Army experience count toward seniority and
be reflected in the amount of his pay and his fringe benefits;
a like-minded Air Force careerist thought that he should be
able to begin at his military skill level and not have to
start at the bottom and work his way up again.

One Air Force physical therapy technician expanded on
the importance of higher pay by explaining, "If a discharged
career man is not living near a military base, he cannot
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avail himself of the medical services and the buying facili-
ties. Therefore, they ought to be compensated for this....
Men with families stay near the bases. I have a job offered
me right now -- but it is too far from a military base. We're
trying to work out a basic plan-salary for myself as well as
for those who will follow me. If I agree to work for a too
low salary, it will affect all the men in this field who come
after me. The hospitals aren't willing to pay for our know-
ledge; they want degrees and registration for better pay."

Respondents in all three services, in and out of the
military, first-termers and careerists, and those who had
decided in favor of a civilian medical/health job as well as
those who had chosen other civilian fields, said that higher
pay would influence more veterans to accept civilian medical/
health jobs.

In discussing other changes that would encourage more
veterans to work in civilian medical/health jobs, approximate-
ly a fourth of the respondents referred to civilian acceptance
of military training and experience. The men indicated that
civilians don't understand the extent of their military medi-
cal training and experience, nor do employers appreciate or
recognize the skills acquired in military service: "Someone
should tell them how well qualified veterans are." As one
aspect of an information program for civilians, some men sug-
gested that the services provide each separatee a resume with
details of his job qualifications." "A corpsman should be
able to have," said a Navy veteran in a civilian health job,
"a record of achievement to bring with him when he applies
for a job, and a list of qualifications. Agencies should be
set up to verify corpsmen's qualifications. Thus, corpsmen
would be more accepted in hospital employment."

While urging more general acceptance of servicemen's
qualifications, respondents stressed that on-the-job train-
ing should be offered in the areas in .which their military
training had been inadequate. "Further training by civilian
employers," explained one respondent, "would encourage more
to enter the medical field. This way they could learn the
trade while working and not have to take time out to go to
school." Another said, "Hospitals should have on-the-job
training and the government should subsidize it." In the
opinion of one man, "There ought to be continuous on-the-job
training at the place of employment."
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Several careerists referred to Project Transition as
a means by which enlisted men could learn to adapt their mili-
tary mecical experiences to the needs of civilian employers.
Said one:, "Under Project Transition, a man can apply for a
job while he's in service and he's trained for this job. GM
is doing this and so is Montgomery Ward." The opportunity to
be trained for a civilian job was especially attractive. As
one man viewed the situation, "It would be advantageous to
have something like Project Transition where you can get on-
the-job training in a civilian job for a couple of months to
see if you can handle the job."

Wider civilian acceptance was especially urged by
veterans who had had only one tour of active duty. Men who
had 20 years or more of service but took non-medical/health
jobs as civilians also stressed the need for such a change.
In three out of the four groups surveyed, Navy and Air Force
men seemed more emphatic them Army men that changes be made
to expand civilian recognition of their military job experi-
ence. The one exception was out-of-service noncareerists,
where more Army men suggested changes in civilian acceptance
than did Navy or Air Force men.

One in four first-termers who were still in the ser-
vice suggested that there be programs for veterans informing
them of civilian job opportunities and publicizing civilian
jobs. Among the careerists, about one in six respondents con-
sidered such information programs likely to increase the num-
ber of veterans who transfer to civilian medical/health jobs.
What the men had in mind was a source of information they
could use before they left the service as well as after their
discharge. One young serviceman suggested having "an agency
to keep servicemen informed of jobs -- even a year before
discharge -- and to get hospitals to list the type of work
available." Another first-termer who entered the service as
a registered pharmacist thought that "Uncle Sam should let
civilian agencies recruit men for companies just as the Ser-
vice does. Let them come to the bases and present what's
available."

Career respondents express their frustration about
their lack of knowledge of the civilian sector, commenting
that "after 26 years in service, I'm scared of getting out.
I thought there were jobs to be had, but it's not so." This
remark was made by a man who was a chief social worker
specialist in the Army and hoped to find a civilian job in
mental health. Another veteran plaintively explained that
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he would probably have stayed in the'medical field, if he had
had some help in finding a job when he got out [51].

A small group of respondents considered that modifica-
tion of licensing and certification requirements would result
in more veterans working in the medical/health field. Con-
cern was expressed over tY^ variation in requirements between
states. "[I] don't know," said one Air Force careerist, "what
state would take us on our military training and let us take
the necessary tests to get a job; state regulations vary so."
One respondent specifically called for uniform state laws, "so
we would be acceptable in any state." An Army inservice care-
erist interested in a civilian career in environmental health
commented on the need for the states to coordinate their re-
quirements. "Some states," he said, "will recognize our ex-
perience, like New Jersey. But in my state, Pennsylvania,
you need four years of college for this Public Health Service
work. All states should give a man a chance to work in pub-
lic health, especially with as much experience as I have."

Another careerist thought that the men should be al-
lowed "to take state boards without going to additional
schooling if they're already qualified by service training."
Another suggested that the states appraise the military train-
ing and determine if "it's sufficient for licensing." A
careerist who was an operating room technician while in the
Navy and is teaching in grammar school in Portland, Oregon,
volunteered the idea that there be a 6-month trial period on
the job, and then, "if the men work out, they should be cer-
tified."

Despite the fact that educational requirements were
a personal hurdle mentioned by significant numbers of men,
relatively few thought that these education requirements
should be changed. Several proposed that the colleges grant
academic credit for the training received while on active
duty. More urged that the military improve their training
so that the colleges would grant transfer credits for inser-
vice coursework. One man, an inservice first-termer, think-
ing along the lines of vocational education programs, offer-
ed the proposal that there be a "school after service to
further learning in one trade, one skill, specific rather
than all the different courses you'd need for a degree."

The men approached the difficulty of meeting education
requirements, proposing alternative routes that might be
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opened to them. Improved military training that would meet
civilian standards was frequently mentioned when they recom-
mended changes in the military system. That "no military
schools provided credits or diplomas to offer civilian em-
ployers" caused a problem. And in the civilian sector, some
men suggested combining schooling and work. "Offer education
and part-time jobs so that the men will be able to work while
they're getting the required education."

Less than 10 percent of our respondents considered
that changes in the job content or the type of work would ex-
pand the number of transferees. Comments were made about the
limited responsibility in civilian life. The men felt that
,rules should be changed so that they could assist the doctor
as they do in the military "without legal complications."
The men urged changes be instituted so that they would have
more options than jobs as aides or orderlies. "Give them a
title," says one man, "something higher than someone with no
experience." Another urges, "Get rid of the term, aide or
orderly, which is associated with no education. Call them
medical technicians, like in service." Suggestions for
changes in the type of work frequently overlap recommendations
for changes in other areas, but they focus on the need for
job status and responsibility to attract men into civilian
medical/health work.

Summary

An analysis of job descriptions reveals that civilian
and military paramedical positions are similar. Although
veterans are aware that comparable positions exist in the
civilian sector, especially in hospitals, civilian employers
are apparently not well informed of the valuable potential
supply of manpower that enlisted perponnel represent. The
major difficulties encountered by veterans in transferring to
civilian medical/health jobs are low pay scales and hiring
standards, especially with regard to educational requirements
and lack of recognition of military training and experience.
An analysis of actual and expected earnings reveals that it
is not pay alone, but pay combined with other factors -- e.g.,
the type of work, the congruity of the job with the person's
qualifications, and the possibilities for career advancement ---
that is closely associated with transference. Licensing and
certification were not viewed as a problem per se, but as
another aspect of education and experience requirements. To
facilitate transference, respondents also suggested that more
information be provided to veterans about civilian job oppor-
tunities and to civilians about veterans' qualifications.
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In fact, programs have been initiated that are designed to
accomplish some of the changes recommended by the men inter-
viewed.
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VI. PROGRAMS DESIGNED TO FACILITATE TRANSFERENCE

Introduction

In the past decade, concern over the growing shortage
of medical manpower has manifested itself in many new pro-
grams designed to attract entrants into the civilian medical/
health field. A few of these programs are directed specifi-
cally at medically trained veterans, but most are oriented
toward young people selecting a career, or toward qualified
retired persons considering reentry into the labor market.

The interests and values of the veteran parallel those
of his peers in the society as a whole. The appeals aimed at
other groups extolling carters in the medical/health service
industry also influence the veteran. All efforts that make
a career in a medical/health occupation more widely known,
more attainable, or more attractive have a salutary effect
on transference.

Preservice Career Interest

Relatively few of our respondents had a preservice
career interest in the medical/health field. However, if a
man joins the service with a career interest in medicine, he
is more likely to transfer as a civilian to a medical/health
job. Preservice career interests for the careerist who has
spent 20 or more years in the military have a negligible,
though positive, influence on his choice of a civilian career.
But for the younger respondents, with only 4 years or less in
the military, the decision,to work as a veteran in a civilian
medical/health job is highly correlated with his interest in
such a career before he joined the service (see table 48).
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Table 48. Preservice Career Interest and its Impact
on Transference

(in percent)

Preservice
interest

Careerists Noncareerists

Inservice Out-of-
service

-Inservice Out-of
service

Particular career:

All respondents
Transferees
Nontransferees

Civilian medical/
health field:

All respondents
Transferees
Nontransferees

Other civilian
fields:

All respondents
Transferees
Nontransferees

25.2
25.1
25.4

13.4
18.0
6.6

11.8
7.1

18.8

22.5
25.4
20.5

12.3
15.3
10.4

10.1
10.1
10.1

56.0
63.1
48.3

29.1
48.0
8.7

Al .0

51.0
38.1

19.4
42.3
12.7

26.8 21.6
15.1 8.7
39.5 25.4
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Interest in medical/health careers is greater among
young people assigned to military medical departments today
than it was 20 years ago. The preservice career choice of
substantially more than half of the respondents who expressed
a choice was determined by a general interest in the field.
Clearly, then, counseling services and vocational information
provided by high schools, medical societies, professional as-
sociations, and Government agencies do have an important
role to play in the transference of the younger veterans.

Project Remed

Project Reined is a Federal. Government program that
focuses on assisting the veteran in transferring the medical/
health skills he acquired in the military to a civilian job
[52). Initiated in 1967, its name is an acronym for "recruit,

retrain or reemploy medics." Housed in the Department of

Health, Education and Welfare, Project Remed operates through
the cooperation of the Department of Labor, the Department of
Defense, and the Veterans Administration. As part of his
exit papers at a separation center, a medically trained mili-
tary man fills out a form giving his military occupation and
experience. This form is sent to the United States Employ-
ment Service office nearest his civilian address. It is in-
tended that the man contact his local USES office when he
returns home. USES is charged with the responsibility of
providing vocational guidance -- either referring the veter-
an to job openings or informing him of educational opportuni-
ties [53). State and local educational institutions, profes-
sional organizations, hospitals, and other institutions
employing paramedical personnel have been urged to inform
USES about job vacancies and course offerings. The Veterans
Administration is both a source of information on the GI

Bill and other benefits, and a source of employment in VA
hospitals.

Since the out-of-service respondents in the medical
manpower survey were separated from active duty in 1965,
1966 and 1967, the initial period of job adjustment had pass-
ed for most of them before Project Remed began. Still, over-
whelming numbers of the men interviewed -- more than 90 per-

cent -- thought the objectives of Project Reined were worth-

while. Not all of them were personally interested in
participating in such a program; about one in eight indicated
some ambivalence. But the majority of respondents still in
the service, especially those with plans to enter the civil-
ian medical/health field, indicated strong interest. And
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a substantial proportion of those out of the service thought
they would be interested in participating.

Table 49. Respondents Interested in Participating in
Project Remed

(in percent)

Respondents Total ][Transferees 1Nontransferees

Inservice:

Careerists 66.2 78.7 47.5
Noncareerists 53.5 65.6 40.5

Out-of-service:

Careerists 54.7 60.9 50.5
Noncareerists 38.5 42.3 37.3

About 40 to 50 percent of those who decided against a
job in the civilian medical/health field said that they were
interested in Project Remed. This indicates that there are
potentially additional men who might be attracted to medical/
health occupations.

Eighty percent or more of the respondents in each
group had never heard of any Government program or legisla-
tion for training workers in the medical/health field, de-
spite the fact that the Government is spending hundreds of
millions of dollars in such activity. Only 5 percent of the
inservice respondents reported that they planned to partici-
pate in such Government programs.

The Duke University Physician's
Assistant Program

In recent years, there has been a proliferation of
innovative career programs, some especially designed to at-
tract medically trained veterans into civilian medical/health
careers. A variety of experimental efforts has the common
goal of alleviating the shortage of doctors by extending
their productivity through the use cl qualified assistants.



141.

One such effort is the Duke University Physician's
Assistant Program, a 2-year course of study, which deliber-
ately selected veterans because of their previous experience
in the medical/health field while in the service. Interest
was so keen when the program began in 1965 that 600 men
applied the first year, although the first class was limited
to four students. This year, when only 40 were selected,
Duke received 3,500 inquiries and 600 applications. To be
accepted, applicants are required to be high school graduates
with a minimum of two science courses, and at least one year
of work experience in direct patient care. Although a few
applicants with only civilian health experience are accepted,
medically trained servicemen comprise about 80 percent of the
student body.

In the 5 years the program has been in operation, all
aspects of it have been studied and evaluated, and revisions
have been made. Selection procedures and criteria have been
altered, and curriculum changes have been made to provide
greater depth in the program's didactic phase and wider scope
to clinical experience. The job functions of the physician's
assistant are carefully circumscribed so that the assistant
learns to work under the immediate supervision of an employ-
ing physician.

Upon completion of their 2 years of study, graduates
are certified by the Duke University Medical Center. Neither
Duke University itself nor the medical profession have recog-
nized the physician's assistant by granting him a degree or
professional certification. To date, there has been no prob-
lem in placing the small number of graduates; however, plans
are under way to widen the scope of the Physician's Assis-
tant Program to include various medical specialties, arl to
boost the number of participants to 100 by 1971. The e.pand-
ed program, to be fully effective, must achieve academic
accreditation and professional and public acceptance of the
new career as a profession.

The MEDEX Demonstration Project

One interesting variant of the "physician's assistant"
type of new career programs is the MEDEX demonstration pro-
ject, sponsored jointly by the School of Medicine of the
University of Washington and the Washington State Medical
Association. Supported by funds provided by the U.S. Public
Health Service, the specific objective of this new program
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is to use former military medical personnel to increase the
productivity of the doctor and thus to help alleviate the
shortage of physicians in the State of Washington, particu-
larly in rural countfl,s. The Washington State Medical As-
sociation, the Washington State Medical Education and Re-
search Foundation and a host of rural doctors have endorsed
the program. In 1969, 15 veterans with considerable medical
experience in the military were carefully selected to undergo
an 11-week university training course, followed by a year of
individualized instruction in a physician's office. Interest
was keen among veterans, and 80 applications were received
for the 15 openings.

It is intended that the physician-preceptor hire the
MEDEX at the completion of the year's training. Monthly
seminars held during the period of onthe-job training are
designed to supplement the learning acquired by the MEDEX.
The questions of legal status and insurance coverage, impor-
tant to health practitioners because of malpractice suits,
are still under consideration. The program is .loo new to
be evaluated: the first MEDEX group will not complete the
preceptorship phase until September 1970.

Orthopedic Assistant Pilot Project

Another pilot project, begun at the Pacific Medical
Center of San Francisco, California in August 1966, is de-
signed to train individuals who have had training as ortho-
pedic technicians in the service as assistants to orthopedic
surgeons.

Originally, a training program of 4 months was planned,
with two students enrolled each semester at the start. The
objective was to round out the intensive training and experi-
ence the men had received in the military. Early in the
course of the project, it became evident that more careful
candidate selection criteria had to be formulated, and that.
there were difficulties in integrating the servicemen into
the civilian hospital situation. Among the changes institut-
ed in 1967 was a lengthening of the training period to 8
months, which permitted a curriculum of greater depth and
scope.

In evaluating the program and explaining the revisions
made, the Pacific Medical Center's Dr. Richard Schneider
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indicated that "the type of program that we were running was
not turning out a satisfactory assistant or what we had en-
visioned as being a satisfactory member of the allied health
profession. This was partially based on our inability to
adequately select men for the program and also [on] the rather
fragmentary curriculum in a private hospital where all members
of the faculty were primarily engaged in doing something else
and only secondarily engaged in training the students" [54].
At the conclusion of the pilot phase In June 1968, the pro-
ject was redesigned into a 2-year program affiliated with the
California State Junior College System. The composition of
the student body is no longer limited to experienced ex-
servicemen.

The emergence of a new medical/health professional,
the physician's assistant, is one of the most promising de-
velopments yet in meeting the need for health manpower.
Physician's assistant programs are mushrooming. In July 1969,
there were at least 30 programs of this type, in operation or
in the planning stages, throughout the country. There are
considerable variations in the nrpe of training provided, the
size of the student body, course duration, and sponsoring
agency. Some, like the Duke University and MEDEX programs
already described, seek out former military medical personnel.
A few, like the physician's assistant program at Wake Forest
University, accept qualified applicants in general, but give
as much as 2 years of college credit for training and experi-
ence in the military. Several programs are pilot projects.
Some will surely fall by the wayside, while others will be
altered considerably. Programs of this type which recruit
ex-servicemen are described in table 50.

Other

Other approaches offer more immediate returns in in-
creasing the transference of veterans to civilian medical/
health careers. The involveme't of local medical societies
in recruiting veterans can bring quick results because of
their close contact with hospitals and other medical facili-
ties. The Santa Clara County (California) Medical Society
is acting as a clearinghouse in evaluating veterans' abili-
ties, facilitating job training and assisting the men in lo-
cating jobs. A group of Philadelphia hospitals and colleges
is sending recruiters to military installations in the area
to attract servicemen into paramedical careers.
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The Medical Laboratory Tech-
nician Proram

To attract veterans to medical/health careers, oppor-
tunities must be made available both for jobs above the
entry level and fo: career advancement. The National Commit-
tee for Careers in Medical Technology (under the auspices of
the American Society of Medical Technologists, the American
Society of Clinical Pathologists and the College of American
Pathologists), with support from the Public Health Service,
has developed the new position of medical laboratory techni-
cian.

With this new job level, the field of medical technol-
ogy has a career ladder with three steps: (1) certified
laboratory assistant, requiring high school graduation plus
a year of training; (2) medical laboratory technician with
2 years of post-high school training -- i.e., an associate
degree or its equivalent; and (3) registered medical tech-
nologist, with 3 years of college-level education, including
science courses and a year of clinical training; in 1971,
a baccalaureate degree will be added to the requirements.
The American Society for Clinical Pathologists has worked
with the American Association of Junior Colleges to develop
a 2-year course of study to prepare medical technicians.

Besides making a career in medical technology more
attractive icy extending vertical job mobility, the National
Committee on Careers in Medical Technology has facilitated
veteran transference to civilian laboratories by crediting
their military training and experience. Beginning in Novem-
ber 1969, veterans who had had at least 12 months of military
medical laboratory training ahl 2 years of college were
eligible for the certification exam as a laboratory techni-
cian. Prior to that, men who had completed the advanced
medical laboratory courses in the military could qualify only
for the entry level, certified laboratory assistant (CLA).

Another significant proposal by the National Committee
for Careers in Medical Technology is the development of an
equivalency examination. It is proposed that the equivalency
examination be used by experienced military men to meet the
educational requirements for the new level of laboratory tech-
nicians. In effect, the value of their military training
and experience would be accredited to qualify them as medi-
cal laboratory technicians if they passed the equivalency
exam.
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Action by State Licensing Agencies

A few state licensing agencies have also taken action
to increase the crossover of medically trained enlisted ser-
vicemen. In 1968, the New York State Board of Nursing Ex-
aminers ruled that "graduates of four Military Corpsmen
Schools located outside of New York State and non-accredited
by either their domicile state or New York State will be per-
mitted to take the R.N. examination without further study"
[56, p. 5]. In California, too, the legislature has changed
the Nursing Act so that certain ex-servi,mmen with military
medical/health training, by virtue of their experience or
education, are eligible to take the State Nursing Licensing
Examination. Such changes in licensure laws, especially in
the field of nursing, can considerably increase the number
of veterans who transfer to civilian medical/health careers
in the immediate future.

The Role of the Military

The military also has taken steps to assist the vet-
eran in qualifying for civilian medical/health employment.
Some military training courses are acknowledged to be excel-
lent, and graduates are eligible to take qualifying examina-
tions for licenses or certification.

As was mentioned earlier, graduates of the advanced
medical laboratory course in the Army, Navy, and Air Force
are qualified as Certified Laboratory Assistants by the
American Society of Clinical Pathologists without further
examination. In addition, each service offers at least one
ASCP approved medical technology course to enlisted men with
college backgrounds. Successful completion of such 2 course
is credited toward meeting the eligibility requirements for
the ASCP medical technologist registry examination.

The Army offers several advanced medical specialist
courses at different Army hospitals to train enlisted per-
sonnel for the 91C military occupational specialty. Grad-
uates of eight such courses are recognized by the states in
which they are offered as meeting the educational requirements
to take the state licensing examination for the practical
nurse. To the extent that reciprocity exists, men who pass
the licensing examination are qualified as LPN in a number
of states.
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Summary

There are several types of programs now in effect to
facilitate the transference of medically trained enlisted
men to civilian medical/health jobs. Information, counseling
activities, new career developments, changes in legal and
professional standards, and improved military training play
an important role in these efforts. Actions by civilian
medical organizations, educational institutions, Government
agencies and the military are influencing servicemen to de-
cide in favor of civilian medical/health careers.
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VII. POLICY AND PROGRAM RECOMMENDATIONS

Introduction

The results of the survey point to a variety of poli-
cies and programs for the military and civilian authorities,
public end private employers, the education system, and pro-
fessional organizations designed to increase the frequency
with which veterans of the military medical services elect to
enter civilian medical/health employment, and the degree to
which they are able to utilize their full capabilities.

The public interest in using these men in a civilian
capacity is clear. They represent a supply of human capital
which will be lost if it is not used. The careerists repre-
sent a highly cultivated resource; the noncareerists, a less
cultivated but far larger ono. There is embedded in them a
sizable public investment in skills which are much in demand
to meet acute civilian manpower shortages. Tens of millions
of public and private dollars are spent training civilians in
these same skills, and even so, the supply does not keep pace
with the demand. To the extent that "ready-made" skills can
be captured, accepted, converted, and amplified for civilian
use, much can be saved in time and money, and medical care can
be improved. These considerations, of course, are in addition
to the public obligation to help veterans of*the Armed Forces
to find appropriate and profitable careers.

In formulating recommendations for such policies and
programs, we are mindful that this has been a study of trans-
ference viewed largely from the supply side. The analysis of
the operative factors in transference, and even of the bar-
riers impeding it, has been based on the characteristics, be-
havior, and perceptions of the men who comprise the potential
supply. Moreover, the study deals with only one aspect of the
supply of civilian paramedical personnel and, up to now, a
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minor one; the diffuse system of paramedical education andtraining in the civilian sector could not be covered.

Information on the characteristics of the demand hasbeen mainly inferred from some of the factors affecting trans-ference. The terms of reference did not extend to a study ofdemand nee: se. Consequently, some of the recommendations maysuggest practices already being followed in some places orinstitutions (unknown to the veterans interviewed), or mayrequire validation or elaboration by equally intensive studiesof demand factors. Nevertheless, the conclusions (indeed,even the hypotheses) of the study are premised on certainwell-known characteristics of the demand: that it is ubiqui-tous; that it has been growing rapidly and in new directions;and that in many places and many occupations, it is unsatis-fied.

For some time -- and in many paramedical occupations --the demand price has been considered below the level of themarket for comparable occupations in other fields. On theothe hand, many of the demand specifications of education,training, experience, and capabilities are established andenforced by professional organizations who are not themselvesemployers, but who effectively control employers' hiringstandards by institutional force or by force of law. Profes-sional organizations, generally, have been rather slow toaccept expanded use of paramedical personnel or to assignthem expanded functions.

The policy and program conclusions also proceed fromthe proposition that it is the function of the military totrain their paramedical personnel primarily to perform themedical missions of the Armed Forces -- the care of membersof the Forces and the dependents of some of them -- and thatthe quality of this care generally is as good as that gener-ally available to the civilian population. It cannot be as-sumed, therefore, that the training and capabilities of mili-tary medical personnel as a whole are at all inferior tothose of their civilian counterparts, or that the modes ofuse of paramedical personnel by the military result in infer-ior care. Indeed, the burden of proof must be borne by anywho contend the contrary.

It does not follow that, occupation by occupation,military and civilian training and capabilities are identi-cal. The military missions include some functions which have



151.

no civilian counterparts, and vice versa. In some occupa-
tions, differences in the organization and delivery of medi-
cal and health services may result in differences in the
scope and content of training and experience which impose
substantive (as opposed to institutional) barriers to trans-
ference. We would expect these cases to be the exception,
not the rule. Where this is established by comparison of the
objective content of paramedical training and experience,
and where it is found that, as e result, the capability of
military paramedical personnel does not coincide with the
functional requirements for civilian medical/health service,
it should be the responsibility of the civilian sector to
provide the additional training necessary to make use of
separated military personnel. The training obligations of the
military do not extend beyond what is necessary for efficient
performance of their medical mission. On the other hand,
where the organization and delivery of medical/health ser-
vices in the military have demanded training and experience
of paramedical personnel in some occupations beyond the civil-
ian standards for comparable occupations, it affords the op-
portunity for the civilian sector to examine and, where neces-
sary, to modify its practices to permit the utilization of
scarce and needed skills.

The more common situation may be that in which the
occupational capabilities of men trained in the military
coincide with the requirements of the corresponding civilian
occupation, but in which the modes of occupational prepara-
tion, and thus the formal requirements (e.g., formal educa-
tion), may be different. It is assumed here that in such
situations the military and civilian authorities ,,ave a
joint responsibility for reviewing paramedical capabilities
developed in the occupation as it occurs in the military,
acid determining their application to the occupation as it
occurs in civilian practice.

Policies and Programs

The prima facie case for transfer and some of the im-
por tant preconditions to transfer have already been noted.
The barriers to transfer, as inferred from the analysis of
the responses and behavior of the men themselves, have also
been examined in some detail. Their suggestions for making
transfer easier and more attractive have been noted. Obser-
vations and recommendations drawn from the preceding analysis
are presented in the sections that follow. These are addres-
sed to the "agent" (military, civilian government, civilian
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employers, etc.) presumably able to take the action indicated.
The recommendations cover policies and actions both before the
men are separated and after. The distinction between career-ists and noncareerists is observed where appropriate.

Requisite to any successful effort to increase the
rate of transfer is a mechanism for continuous communication
and collaboration between the military, as the producer of
the skills, and the various organizations representing the
putative civilian employers -- the hospital associations;
the medical, dental, and nursing associations; the Civil Ser-vice and Government employers; and the educators of paramedi-cal personnel. Such a mechanism is necessary, in the first
place, tc inform the civilian organizations of the exact
scope, ccntent, and quali'_y of military medical training and
service; in the second place, to set in motion the various
investigations and programs to facilitate the absorption of
the paramedical personnel' after separation; and, finally, to
provide a means of keeping programs under review and evalua-tion.

We suggest that the Department of Labor and the De-
partment of Health, Education, and Welfare jointly convene a
continuing conference of interested organizations with the
military, and that this conference map out the steps in a
program and set up standing working parties to detail the
plans and assignments for making programs operational. The
conference and its working parties should constitute a per-
manent mechanism for communication and for solving problems
as they arise in the operation of the several programs.

The Military

It seems that, considering the quality of the military
Nedical training and of the military medical services, the
military authorities are justified in taking a strong initia-
tive in obtaining from civilian employers recognition of the
functional capabilities of military medical personnel, to
wake it possible to overcome the formal barriers that stand
ili the way of their employment in civilian medical/health
work.

Public Information Program

The military could enhance civilian recognition of the
capabilities of military personnel by a continuous public
information campaign to acquaint the relevant civilian hiring
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authorities, medical organizations, and institutions with
(1) the details of military medical training for generalists
and specialists at all grades; and (2) the requirements which
paramedical personnel must fulfill as they qualify in their
respective grades and specialties. This would build Apprecia-
tion of the quality of military paramedical personnel and
facilitate comparisons of military and civilian requirements,
for a realistic (as opposed to formalistic) appraisal of
veterans' capabilities for employment at their high6st skill
level.

Evidences of Capability

It is repeatedly observed that civilian authorities
and prospective employers of discharged military paramedical
personnel lack sufficient information about their military
training and experience. To a great extent, this information
gap r-ould be bridged if the personnel were provided written
evidence which would inform prospective employers precisely
of their paramedical capabilities. The evidence might take
a numl-er of forms. For example:

. A certificate of diploma specifying the
training successfully completed, exam-
inations passed, and occupational titles
earned.

. A detailed transcript of content and ex-
tent of courses completed and clinical
training.

. Job descriptions and durations of prin-
cipal assignments, with performance
ratings and references by professional
(commissioned) supervisors.

Satisfying Civilian Requirements

The assumption that military medical training and ?.x-
perience qualify men for civilian employment rests on the
similarities of military and civilian medical/health services.
These similarities suggest the usefulness of continuing con-
sultaLion and collaboration between military and civilian
medical authorities to examine in detail the training and
experience underlying the several classes, grades, and
specialties in the military medical departments. The objec-
tive would be to arrive at civilian equivalents of the
several military classifications, thereby establishing a
basis for'acceptance of the military qualifications as
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evidence of eligibility for employment or for taking qualify-
ing examinations [57]. This is particularly important in
cases of men with long service whose skills are hii4hly de-
veloped, but whose formal education may have been substan-tially completed at a time when education standards were
lower.

If it is found that in specific classes relatively
minor modifications of military medical training or qualify-
ing requirements would satisfy the civilian requirements,and if such modifications were judged by the military to be
beneficial to their service or not unduly burdensome, mili-
tary practices could be adjusted accordingly.

Where it appears that career service in the military
medical departments will not fulfill certain formal educa-
tion requirements that would permit the men to utilize their
highest skills in civilian medical/health work after separa-
tion, the military should offer the necessary courses through
established inservice education facilities, such as the U.S.
Armed Forces Institute, or by arrangement with accredited
civilian facilities.

The Military Career Ladder

More than any other U.S. medical system, the Armed
Forces medical departments rely on a career service to sup-
ply them with the higher grades of personnel up to, but not
including, the professional (commissioned officer) level.
Enlisted personnel can attain the rank of registered nurse .

while on active duty by being assigned to complete a standard
3- to 4-year course in a recognized civilian school of nurs-
ing. If it were readily possible for enlisted personnel to
rise through the ranks to a commissioned professional grade,
the career service would be strengthened in two ways: (1) by
providing an internal source, it would ease the recruitment
difficulties in some of the higher grades (e.g., RN); and
(2) by making careers more attractive, it would encourage re-
enlistments of the better personnel. By the same token, it
would beuef it the civilian medical/health system. If the
military trained more of its professional personnel, it
would reduce by that much its drain on the civilian supply.
Moreover, as these personnel reached retirement, they would
become available to the civilian supply with a prospect of
15 or 20 years of useful service.
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We recommend that the military consider extending their
career ladder to include professional occupations for which
the requirements do not exceed the baccalaureate degree. Pre-
sumably, this would include not only an extension of inservice
courses and clinical training, but also some formal academic
training, which could be provided through USAFI or by arrange-
ment with accredited institutions. The degree conferred by
the military would thus enjoy a standing equal to any other,
especially 3.47 it entitled its holder to a commission in the
Armed Forces. The effort would be worth making, both to en-
hance the capabilities of men in the services, and to capture
for the civilian medical/health system those enriched capa-
bilities and experience of the career professional men.

The Transition

An efficient use of military manpower requires con-
centrated effort to retain trained medical personnel, by in-
ducements to reenlistment and by service obligations as a
condition of advanced training. In the long run, however,
the prospect of rewarding civilian employment as a consequence
of more training and experience may act as a significant in-
ducement to longer service and benefit the military as u211
as the men.

In any event, at least as long as conscription is
(directly or indirectly) a major source of recruitment, it

seems inescapable that a large majority of military medical
personnel will elect to return to civilian life as soon as
their service obligation has been fulfilled. Once it becomes
clear that a man, whatever his length of service, is not
going to reenlist, it is in his interest and the country's
that the military authorities cooperate in every feasible
way to encourage and facilitate his transfer to civilian
medical/health work. This means, in addition to providing
credentials of his capabilities, as outlined above, cooperat-
ing in providing maximum exposure to the medical/health em-
ployment opportunities appropriate to his capabilities.
Project Remed was aimed at doing this, but as we have noted,
it has not worked as well as was hoped. (Not primarily, it
must be said, because of lack of cooperation of the military.)
Another approach is through Project Transition, which re-
quires more extensive cooperation of the military in permit-
ting men still in the service to take advantage of (nonmili-
tary) counseling, education, and training opportunities in
the last months of service.
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Basic to the success of any transitional program aretwo steps in which the active cooperation of the military isessential in (1) disseminating very specific job information
to the men; and (2) directing dealings between men about tobe separated with authorized representatives of prospectiveemployers. These steps will be possible -- and effective --only to the extent that the military facilitate the exten-sion of the civilian placement process into military estab-
lishments well before the time of discharge. This will re-quire, at a minimum, the designation and instruction of of-ficers with primary responsibility for making the systemwork, and the designation of facilities where counseling andreferral activities can be conducted.

Practices Conducive to Transfer

Military practice in the selection and use of para-
medical personnel can affect three characteristics whichthe study found related to transfer rates:

. Transfer rates were found to be higher
among men who reported preservice interest,
in medical/health work. To the extent
that it is feasible for the military to
select such men into the medical depart-
ments, their likelihood of transfer to
civilian medical/health work after ser-
vice would he greater.

. Experience in moonlighting is positively
correlated with transference. It broadens
the serviceman's experience, and fills a
civilian need. It would seem generally
beneficial if the military would establish
working relationships with civilian hos-
pitals near military medical installations
to facilitate and systematize arrangements
for moonlighting.

. Many of the respondents indicated their
dislike of housekeeping duties, and this
colored their atiltude toward medical/
health work. Employing nonmedical per-
sonnel for such duties or contracting it
out, as is done by some Air Force instal-
lations, would be consistent with the
efficient utilization of military para-
medical personnel as well as with attitudes
favorable to transfer.
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Action Recommended to Government

In its capacity as provider, consumer, and financial
intermediary of medical care, and as representative of the
public interest, government at all levels has a unique and
overriding responsibility for medical manpower. The present
cycle of growing shortages and rising costs is in large part
the consequence of belated government decisions to bring
medical care within reach of many who previously could not
afford it, combined with even more belated moves to expand
the supply of manpower to provide its To put it in economic
terms, by financing the medical care of millions of people,
government has altered the demand function, which is rela-
tively elastic to changes in income and price, without taking
steps necessary to expand the supply, which is relatively
inelastic. The result has been both a shortage of supply
and an inflation of price. The national commitment to en-
large the availability of medical care to encompass all who
need it implies a commitment to enlarge the supply of re-
sources, including manpower. Recognition of this by execu-
ti:e and legislative branches of government, and in all
government activities affecting the supply of medical re-
sources and their use, is a prerequisite for successful pro-
grams of transference. Without this commitment, it is doubt-
ful that any of the mechanisms proposed will work.

Civilian government can play a dual role in facilitat-
ing the utilization of discharged military medical personnel
in civilian medical/health cervices. On one hand, govern-
ment (Federal, state, and local) is the largest civilian em-
ployer of medical/health personnel, and in this capacity has
a primary interest in the supply of medical manpower. On
the other hand, government is in many respects uniquely able
to provide the framework and many of the services necessary
to facilitate transfer.

Government as an Employer

To a greater extent than private employers, government
as an employer of medical manpower is able to prescribe and
standardize specifications and requirements for employment in
medical/health services. In this respect, government is in

a position somewhere between military and private services:
it cannot create its own occupational structure and assign
functions in a largely self-contained system, like the mili-
tary; but it is not subject to all the constraints -- legal
and institutional -- that govern private medical/health ser-
vice. It can prescribe its own job specifications and the
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requirements for eligibility for employment. It can place
its own assessment on military medical training and experience
and the degree to which they may supplement or substitute
for formal educational requirements. Technically at least,
it is bound by (other than Federal) standards of licensure
and certification only to the extent that it chooses to be;
it could, in fact, grant its own licenses and certificates.
It is not liable at law in the same way as private purveyors,
or constrained by requirements for insurance. In sum, sub-
ject to the canons of good medical/health practice, it can
experiment with the use of military medical personnel in
civilian facilities.

As noted, the Federal Civil Service, at least, has
taken some steps in this direction. Faced with the need to
recruit for Federal medical/health services, it permits, to
some extent, the substitution of military training and ex-
perience for general or special education in a number of
specialties, based on an evaluation of the individual candi-
date.

The Civil Service, the Public Health Service, and the
Veterans Administration, acting jointly with military and
civilian professional organizations, should systematically
review the content of both the training and experience of
all classes of medical military occupations and the job
specifications and requirements of Civil Service medical/
health positions. The purposes of this review would be
(1) to determine specifically the maximum extent to which
military training and experience can be accepted toward meet-
ing Civil Service requirements; and (2) the maximum extent
(consistent with good practice) to which the Civil Service
position requirements can be modified to permit military men
to qualify more readily on the basis of their demonstrated
capabilities.

The Federal Civil Service should accept certificates
of capability issued by the military (suggested earlier) as
evidence of "accredited" education, training, and experience.
Where such documentation attests to competence in a speci-
fied occupation, it should be accepted as such for purposes
of Civil Service qualifications.

After this determination has been made and agreed to
by the Federal agencies, the Civil Service should circulate
to all paramedical personnel who have decided to leave the
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It is one thing tc announce that military paramedical special-
ists of a certain class and grade can qualify for certain
civilian hospital occupations (or training programs); it is
another thing to tell a medic or corpsman a few months before
separation that he will be hired in this or that opening in
a par ticulsr hospital (or training program) under specified
terms, with specified opportunities for advancement under
specified conditions. It is our view that a remodeled Pro-
ject Remed or the application of Project Transition to para-
medical personnel must contain these elements.

A successful transition procedure rests on an informa-
tion program for making known available job openings and
candidates allle and willing to fill them. An essential ele-
ment in such a program is a roster of job openings suitable
for men with military paramedical training. The compilation
of such a roster requires a nationwide effort to inform major
employers (mostly hospitals) categorically of the capabili-
ties of paramedical personnel. and to solicit particulars of
openings in employment or employment-cum-training. Whether
done by the U.S. Employment Service or by the U.S. Public
Health Service, it requires a specialized system, using per-
sonnel thoroughly familiar with the operation of medical/
health facilities and with their occupations, as well as the
table of equivalences of military and civilian paramedical
occupations menti.d.ed above.

Matching the offerings with the capabilities, earnings
requirements, career plans, location preferences, timing, and
other individual stipulations of applicants is the other
principal component of the program. This presupposes a de-
tailed classification system, capable (by computerization)
of translating the specifications of the offerings into the
corresponding specifications of education, training, and ex--
prurience of the men. By these means, the men can be informed
,-)1' the range of offerings for which it is useful for them
r, apply. Those who apply for one or more openings will then
have to be interviewed at continental military bases and pre-
selected for cQnsideration by prospective employers. This
interviewing also requires a thorough knowledge of both mili-
tary and civilian medical occupations and their requirements:.
The procedure would be the same whether the openings were for
employment, training, or a combination of both.

The final stage brings the applicant into direct com-
munication with the offerers (by interview, if practicable)
to permit exchange of details and credentials sufficient so
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to put them in rlitect cmmunicaLion with prospective employers

as early .1s pof3sib1e.

rem:I-vend T:hat cons;,eterati.on be given to legisla-

tion tc. uthorLy. reder ca n' and licenses in recog-

it t
advanc.:.d ;ii d training, and

compltcd t!xprience in military medical ser-

vice. These cved,!ntials would be tht: eguival=?nts of those

conferred by civilian authorities, and would be valid through-

out the United States. tor this purpose, an examining board,

with specialized panels, could be established jointly by the

military i;nd the U.S. rublic Health Service to formulate the

training and experience requirements for certification and

licensure, and to pass oa applications for licensure or cer-

tificatio. In th:i.s veerans' education benefits

should bp available to men while they complete education,

training, or clinical experience to satisfy requirements.
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CiviliAn EducatiOn and
Traani 119_1)1:mum

Noncareerists. The need for additional ednr.ation and
training to qua il-IV-for promising civilian medical/healt
jobs wt; F, :15.e of the barriers most frequently cited, especial-
ly by noncare6:ris;:s. Even it civilian requirements were
totally realistic and gave full credit for capabilities ac-
quired in the mIlitary, the younger men; particularly, would
need to be able to pursue education and training to fashion
careers commensurate with their ambitions as well as their
abilities.

There are various ways in which they can do this, as
we have noted earlier, but most of these entail problems that
make transfer more difficu,t. If they enter conventional
education institutions, thizq face a long period of little or
no income except the rather meager GI benefits; moreover,
they will be required to complete academic work only remotely
(if at all) related to the pursuit of their medical/health
careers. If, on the other hz.nd, they take medical/health
jobs such as they are able to get, for the sake of earning
and experience, they may find it difficult to acquire the
more advanced education and technical training required for
progressive advancement. In a few pilot projects, Public
Health Service grants have made substantial stipends to
trainees possible, but the enrollments of these are limited.

The responses of the men surveyed and the review of a
number of programs both suggest that, generally, the most
promising type of program is that which couples employment
and on-the-job (clinical) training with technical instruc-
tion, to enlarge the employee's capabilities for performance
and advancement. Experience suggests that to be successful
these programs must offer not only a supervised work situa-
tion but a structured, phased program that includes both in-
struction in progressively advanced clinical work under
didactic supervision and a classroom curriculum of technical
studies, with periodic examinations as the basis for advance-
ment. Such work-training programs need to be administered
through teaching institutions, normally hospitals with es-
tablished capabilities for training medical and paramedical
personnel and an association with an accredited university
or college science curriculum. Experience indicates that
without these the training programs tend to be sporadic and
haphazard, and advancement too slow and uncertain to develop
the needed capabilities and to hold the most promising young
trainees.
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In a pr;:gram th.x.s emplcyt'le-tranec should
be able to be at leas's self-stIppor'ing fysm his earriays plus
training stipend or parti.ai GI bencf4.ts, The easnings records
of the yourq rm7a 1-)c purvoy solgast i:AcoTes in ties pro-
grams need averiwo ::,(1() to WO month cx-1 a 1968

basis) to egul cost
The ladder of advanvement should be such that most can expect
to earn twice as much ultimately, and the best can expect
much more.

Programs su.sh as those described, designed to build
on the acquircs3 rissdical capaisilitios of veterans, aI:e. few.
To expand t1:4- oppotu:Itties .to :4:-:omm,7:clate a substantially
larger numnsr ct: T:7111 Ir!quire 3. vi9/)rous effort
by the huitals an medir!al prol:ession, with Government
encouruq,ment. Ind eupr,ort . thc hospitaj.s can be ex-
pected to pay fully fol: sv,!rvices perforated by the train-
ec)s, the cor. L:. o.ff opprved and e'ducatior should be
borne h the (4(wernm..3,n, az; in othear manpower.eevolopmnt
programs. recommnd th,:At the DrTwt-trlent of Labor cmnc the
Public Health Servit:e Orts* up such a T)rogram in collaboration
with .1%e h.o:;pi4.:.al and m:eical associaion, and sez.tk authoriz-
ing legislation (it nor:cssary) aad fund.ing,

For noncar?orists wis!liny to pursue ac.tvancf_.d paramedi-
cal education, there exists aa increasing variety (.:f post-
secondary curricula leading to assocste or bachelor degrees
in paramedical specialt-Les. Some of rhosa are said to be
successful in the :;174se that the part =; 1pants acquire &ddi-
tional knowledge and skills, and their graduates find employ-
ment in the specialty f-Jr. which they were trained. ,These
courses can enlatge the carabi]ities of. young noncareer
veteran medics, but (as stready noted) they give him little
or no credit for what ilt. har learned '..11 his military medical

service. In this r,-.:::2ect they are perceived as s, harrier
rather than an aid to transfer, snti] the medical professions
and the educators give .credit for capabil!..ties already

acquired.

Some of these courses are given on so small a scale
as hardly to be economic (except as pilot projects). Here
it would seem the civilian training could profit from the
example of the military in pooling training at sewer points.
We believe consideration should be given to arrangements be-
tween the Department of Health, Education, and Welfare and
organizatic,ns of mt-dical and dsntal specialists for contract-
ing training of designated paramedical specialists at
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designated points under cooperative arrangements with hospi-
tals or hospital associations. The area served by such pools
might vary from a metropolitan area to a state or region, de-
pending on the numbers of specialists required.

Careerists. For the careerists, the r-ituation is
rather different. It is here that there is both the great-
est opportunity and the greatest need to structure new occu-
pations to capture and utilize the very considerable skills
already acquired. These men are generally too experienced
to be treated as trainees and too old to enter on a protract-
ed period of higher education. There are many substantial
jobs for which they ought to qualify with a minimum of addi-
tional training or education, if any is necessary to fill
some specific gap in their qualifications. They are various-
ly qualified to enter general patient care, a range of
specialties in direct and indirect care, and medical adminis-
tration in hospitals, outpatient clinics, laboratories, etc.
Training, for them, must be thought of in terms o on-the-
job orientation to work situltions for which they are already
largely qualified, or in terms of mastery of certain techniques
or subject matter specific to the work.

The responsibility of the Government. From what we
have been able to learn of the demand for veterans in para-
medical employment, it will take a good deal of encouragement,
prodding, and support from the Departments of Labor and HEW
to bring into operation the kinds of placement and training
programs sketched here. There is, of course, a widespread
unsatisfied demand for paramedical personnel of many kinds,
but absorbing large numbers of young men who have been train-
ed in a different system may require more adjustment than
many institutions are willing to make. Rather than employ
and retrain these men, or complete their training, institu-
tions may prefer to take degree graduates from colleges and
universities whose courses have been tailored to fit the
medical institution's specifications. This tendency may be
reinforced by the disinclination of financially burdened
medical institutions to incur the costs of training and to
adjust practices and pay levels to make use of veterans.

The Government has already taken some steps to en-
courage transfer by grants to support pilot projects. More
such projects will be required in a variety of forms and
specialties to demonstrate to the medical professions and
institutions what can be done, and how. Since the demonstra-
tion will encounter much inertia and many delays, the process
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should be prosecuted vigorously. One way of speeding it would

be through installation of employment and training in Govern-

ment facilities, and we reccmm?_nd that this be done.

The u.Eulne:;s of th:2se men has been proven not only

in the military, but in civilian cdtuations where they have

been used in a variety of paramedical and administrative

capacities; in medica]fsurgical care, in paramedical special-

ties, in technological specialties, in hospital and clinical

management, in emergency nnd ambulance service, etc. The

conversion of these skills through specially designed jobs

and spot training will yield a quick payout in meeting cur-

rent shortages, arc sheula have a high priority among civil-

ian medical trininq programs of the Government r the training

institutions, the hospitals, and the medical and dental pro-

fessions.

Action Recommended to Civilian
Employment

govi.:rnmFn:t. ca., demonstrate, facili-

tate, and support a variety of p.cograms for transfer of

military paramedical personnel, and can use its own facili-

ties as models, a cignificant increase in the assimilation

of these men into the civilian medical/health services de-

pends on the ability of private facilit.ies -- notably hospi-

tals -- to absorb them. As we have noted, this may present

difficulties and will require det,a-mined efforts and ingenuity

on the part of medical administrators and staffs.

Utilization of hilitary
Paramedical. Manpower

Successful assimilation presupposes a job structure

which will permit efficient utilization of the capabilities

acquired through training and experience in the Armed Forces.

Trying to fit men released from the military medical services

into the existing structu:70 on the basis of customary require-

ments may result in underutilizing their capabilities and

leading them into subprofessional dead ends, thus discourag-

ing their transfer to civilian medical/health work, especial-

ly patient care. It will therefore be necessary to create

classes of jobs which can be filled by men from the military

on the basis of their full capabilities, however acquired,

witll career opportunities on the basis of further training

and experience.
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This will ::equire a detailed analysis of the hierarchy
of functions in the various branches of medicine, dentistry.
and public health to identify those that can be assigned to
subprofessional personnel, and the functional prerequisites
for performing these jobs. This is alv..ady being done in
some specialties (e.g., orthopedics, anesthesiology, rural
medicine) with Public Health Service support? preparatory to
defining the functions of subprofessional assistants and the
qualifications required of them. The same approach can be
used in other branches of inpatient and outpatient care. The
possibilities in community health service, followup home care,
and emergency service would seem particularly interesting.
However, to meet the most urgent needs, suitable (and accept-
able) occupations would have to be identified in direct medi-
cal and surgicel patient care in hospitals and clinics.

In designing occupations to be filled by former mili-
tary paramedical personnel, two criteria are governing:
(1) tile jobs should relieve the shortage of civilian profes-
sional and technical personnel as far as the capabilities of
the former military personnel permit; and (2) the jobs must
use these capabilities and offer attractive prospects to the
former mil-tary personnel. The two criteria are interacting:
only insofar as the use of these personnel "extends" the
skills of scarce civilian professional and technical manpower,
and thus makes them more productive (i.e., able to serve more
patients better), will the employing institutions be able to
offer pay and other inducements to recruit personnel being
separated from the military. Purely from the point of view
of the civilian economy (leaving aside the obligation to
further the well-being of the veterans), there is little
benefit (and perhaps a net cost) in attempting to place mili-
tary paramedical personnel in entry jobs with limited pros-
pects. Indeed, the costs of placing and training unskilled
workers from the civilian labor force may be lower. The value
to the country derives from converting the military training
and experience to its equivalent in the ability to perform the
tasks of civilian medical/health work in which the demand for
manpower eeceeds the supply.

Thus, the basic and most numerous military medical
class (the Army medical specialist and its Navy and Air Force
equivalents) is at least as well trained and usually more ex-
perienced than the graduate of the licensed practical nurse
training course, and many are equal or superior to advanced
grades of licensed practical nursing. Depending on the ex-
perience of the individual, they are capable of performing
many tasks in support of doctors and nurses. Such tasks
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need to be organized into a hierarchy of occupations based
on civilian needs and military capabilities -- of the "tech-
nician" and "assistant" varietiesr with their own titles,
duties, requirements for entry and lines of advancement. If
this can be done in military medical service, there are aim
facie reasons for assuming it can be done in civilian medical/
health services, even where it has not been done in the past.

Even strictly by economic criteria, it would seem to
be worth doing. According to the Public Health Service, it
costs more than $4,000 (exclusive of facility and equipment
costs) to train an LPN, and about $1,600 more for the addi-
tional advanced training [58]. Faced with trainin4 costs
like tnese and a shortage of training facilities and person-
nel, there are clear advantages in utilization of skills
ready-made by the military. A similar case can be made fol
laboratory technicians.

At the other end of the scale are the careerists, with
histories of several training courses and varied experience.
The creation of an occupational class to fit the broad capa-
bilities of these men is illustrated by the "purser-pharmacist
mate" of the Public Health Service, who is neither LPN nor.
RN, but apparently an assistant doctor ;W. The duties at-
tributed to this title clearly presuppose a great deal of
clinical experience in patient care as prerequisite to the
9-month training course, which apparently costs about $2,000
and can be combined with work [591,

This kind of systematic job planning requires resources
beyond the ability of a single institution. If a framework
were available, large institutions or regional associations
could adapt it to their specific purposes. We recommend
that the Public Health Service, with the assistance and sup-
port of the several national professional associations repre-
senting the branches of medicine and dentistry and the hos-
pitals, undertake as quickly as possible to construct a
series of occupational hierarchies of paramedical personnel
tailored to the capabilities of the several classes and
grades of men being released by the Armed Forces, as a basis
for both recruitment and utilization of these men.

Planned Recruitment

To participate in the recruitment system proposed
earlier in this chapter and to avail themselves of its
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benefits, p:ivatr: employers r paramedical manpower will have
to determine their requirements well in advance and in some
detail. They will have to examine their pay rates and other
terms of employment in relation to the market for the kind
of men they are trying to recruit. And they will have to be
prepared to make: 1='rm offers several months in advance of
employment. Thetw operations are probably most efficieatly
carried out by consortia of employers with similar specifica-
tions, and it is suggested the organizations of general and
specialized facilities undertake to perform this role: state
and metropolitan associations of hospitals, clinics, extended
care facilities, or medical and dental specialists.

Comnetitjve ray

As t, hav noted, the analysis of earnings expectations
and earnings expel.icnces of men released in the late 1960s sug-
gests that those who were able to find suitable jobs in medical/
health work were able to earn somewhat more (on the average)
than those who took jobs in other fields -- amounts not great-
ly different from their preseparation expectations. But most
of the men -- 80 percent of noncareerists and 60 percent of
careerists -- were deterred from transfer by a variety of
factors, of which the most conspicuous wa: their inability to
obtain the recognition for their training and experience that
would make them eligible for a suitable job. This was most
notably the case with jobs in direct patient care, which at-
tracted relatively few transfers.

We have evidence that for most of the men the jobs
available to them were not attractive for a complex of rea-
sons, of which pay was one. We have no evidence that pay in
civilian paramedical occupations was decisive in encouraging
or deterring transfer. What appears to have been decisive
is the ability or inability to qualify for those jobs that
were suitable in a number of respects, pay included. Equally
important, especially for the younger men, appears to be the
prospect for advancement in pay and status. It is this aspect
of medical/health employment that should be made mi.:re com-
petitive.

The careerist transferees are not very well paid, con-
sidering their capabilities and age; the average earnings of
those who transferred was only about 20 percent higher than
the average of the noncareerist transferees 15 years their
junior . It appears there is some justice in their complain.
that because they are drawing retirement pay at the same
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time, they arc unUevpaid 'of their work. (This discrimination
is apparently not cont7.neC to those who trans&-rred; the dif-
ferential it e ni.ngs bet,.n careerists zsnd roncareerists out
of the service -was no uree.;To;: aJtiong these who did not transfer.)
We have little dc-1:t 1.1P laighez tr:lnsfer rates
could ?o_ achieved. pertularl}, in :Ilree-!t care, by
structuring suitable 3bs lior these men and paying for them
without reciaxa tc, reti_remcn pay.

Action Recommended to Urofssi.oral
1-22112Zzations

Such chonge..,:: be ,nodt . in the or9aniza-
tion and ,.11-17,._!too Aanpewer to permit
increa,ed sc.- :)f will. nave to be .;:ffectod by
individual anct (i.ncluding governInentel) punieyors
of medical ,A; Id J t J. r) oc r r . linics, physi-
cians and ,73-!ntists, and Lsr:j.ng iv)me7.. Indee-1, iE the use
of sucr m7-4n offers 0-.7ospects of easing manpower shortages,
these agents moy be botl, r(Iceptive and inventive. Tk...2 limits

to whici- such ..hanges are., c.I'tected more likely will he deter-
mined by the orr:feo,sicu:.:,!. iodies which, by rule or by law,
assume responsbilit 17-.1r Lhe quality standards of the ser-
vices delivered! c.g vencral and spe-Aaized associati'ins
of physiciarzs: and nuises; associations or subpro-
fessional ilteccal and dentol personnei; anti hospit.1 associa-
tions.

It tat man; of the:: innovations in the
extended u. e c.t paramedial personnel, as well as many of the
objections to it, have ori9inated with these associations.
For every .3octor who Lee is that he has served his patients
well by "extendi.n9" himselt oila his Allis by ircreasing use
of supporting plIsonnel_ there is ne who says, '11h.tm I am
sick, I want to be seen by 3 doctoT:." Actually, given the
inelasticitie::; in the slIpply of doctors, dentists, and nurses,
and the e;:ploding demand, the average patient's chances of
seeing a doctor when be is sjc7k are much better if the doc-
tor is supported by a staff of well-qualifiod paramedical
personnel to organize, exp-7?dite, and follow up the ooctor's
services. This is dcnc in the Armed Forces without sacri-
ficing quality of care, and it can be dcne in the civilian
medical /health system,

The professional bodies hold the key to breakthroughs
to incroase transfers from the military to the civilian sys-
tem, It is they who must systematically inform themselves
of the capabilities of the several military medical
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occupational specialists and their civilian equivalents. it
is they who must translate military training and experience
into credits against requirements of education, training, and
experience for civilian jobs. It is they, above all, who by
accepting changes in organization and utilization of personnel,
can bring about changes in custom, regulation, and law which
will facilitate the conversion of military experience to
civilian uses.

We recommend that the responsibilities of these bodies
in this respect be made explicit, and that their active col-
laboration be invoked to bring about the necessary changes.
What the changes right he, and the responsibilities of the
professions for bringing them about, has been discussed
above. These include:

. A close examination of the content of military
training and experience and a realistic evalua-
tion of them in terms of the requirements
good medical practice.

. An assessment of the value of military train-
ing and experience in terms of credits to be
applied toward academic and clinical require-
ments for paramedical personnel in their several
specialties, and encouraging acceptance of
these credits by academic and medical institu-
tions.

. Taking the initiative, with the hospitals, in
examination of civilian medical/health occupa-
tional structure, in order to formulate occupa-
tional work-training hierarchies for careers
for former military paramedical personnel.

. Entering acti%.ely into the design and execu-
tion of .u-rk-training-study programs to put
former - iilitary paramedics in civilian
medical/health jobs and to enable them to
progress.

It is certainly in thr- interests of the professions
to do this. While we have made no explicit assessment of
the current and prospective demand for medical and paramedi-
cal manpower, the evidence from all sources points to an
explosive increase in the effective demand for medical care
and for manpower to provide it. The professions at all
levels are coming under increasing pressure. The supply is
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relatively inelastic, and the cliacity of professional train-
ing is increasig only Ill:A.71y. and with a considerable lag.

The public and private c-c.!:ts stef-:!ply. Irritation
and dissatifActLoil the cost.:1 medical care anti with
the r.lannct je)ivry nhy:3i.ciDns dre plagued

by the inac_eiva...ez nurinci dssistance, anti nurse are both
overworked And underotilized. There is an evident need for
drastic chan9c,s in tie medical manpower system to permit more
efficient u.;e of prei.eion;'). sk:'..1.1s in new delivery systems

to provide' k,ctter An annual potential of some
30,000 pet.sonnel tl',:'ain:d and experiencd in a superior
medical/health system is a 1:esonr:.!e that cannot he ignored.

Pvrther Rz::scarch

TiAs study has yielded extensive information on the
characteristacs, hhavior, and attitudes of mon in, or re-
cently re?east:d from, tile` Ar worces as a component of
putative !apply of civilian m_dical/health manpower. To

make the test use of this supply, some additional research
is desirable.

The milit,:,rIjind oc.coational structures.
The review ,1n0 mate:ling of miliLar:y and civilian occupaticnal
structlrf:,F -uggested .artier in this chapter will require ex-
tensive occupational vosearen and analysis by analysts know-
ledgeable Let h in mrAical prartice and occupational reseal: ;h.

It is douLtfui ir this 1-os:?.arch will be done promptly and
efficiently unless it is ,,ts!,licined to research personnel work-
ing on specific projeci:s undir professional supervision with
Governt support. We recortunend that the Departments of
Labor and 3E14 sponsor s,..tch a reseorch project.

Occv.paLiels for veterans , The comparative analysis
of military and civilian medical/health occupations would
provide a hai!I for formulating a series of paramedical oc-
cupational classes in tilt.: medical/health sector
which would utitize efficiently the capabilities acquired by
the various classes and gracies of paramedical specialists in

the Armed Forces. Identification, description, and classi-

fication of these, together with the qualifying requirements,
should be the subject of another Federally sponsored and
supported research program.

Demand _tor pai:s.amediL:Al manpower. A great deal more

needs to be known about the demand aspects of transference
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of military paramedical personnel to civilian medical/health
activities: e.g., the kinds of jobs that are open and hard tofill; the specifications, terms, and conditions of employment;and sources, recruitment, training, and employment experience.Better estimates are needed of the size, distribution, andcontent of the demand 5 and 10 years hence, in the light ofthe prospective demands for Medical/health care and the emerg-ing changes in the delivery systems. We recommend that sucha study be done.

Training and training costs. The systems for training
civilian paramedical personnel, including both educational
and clinical elements, should be studied in relation to the
prospective dunands and requirements for paramedical person-nel and costs of training. These studies should include com-parison with the military training system and with the variousprograms for converting former military men to civilian em-ployment. The objectives of thee studies would be to deter-mine: (1) how best to train military men for civilian jobs;
(2) elements of military training, suitable for civilian use;and (3) the relative costs of converting military paramedical
personnel and of training civilian personnel from scratch.
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